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Abstract
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Author:
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Advisor:

Theodore Richardson, Ed.D.

The strategic planning and decision-making process of a firm is what drives
the future of a firm, but what are all the correct stakeholders involved in that
process? Historically, the Chief Executive Officer of the firm has been in charge of
the firm’s strategic plan, guiding the firm based on his/her past experiences, and the
Chief Financial Officer of the firm has been in charge of the back-office financial
records and reporting.
This study utilized the case study approach to explore the level of
involvement a Chief Financial Officer (CFO) has in firms' strategic planning and
decision-making processes that contract with the Department of Defense in the
Washington, D.C. region. To specifically understand the CFO’s role in defense
contracting firms, that role was compared with the same role in a manufacturing
firm from the United States.
Findings from the research indicated that the role of a CFO in present-day
defense firms has not evolved much beyond decades-old stereotyping of an
executive, which maintains responsibility for the integrity of the organization’s
accounting processes and financial reporting, with the added industry requirement
iii

to have an understanding and management of defense contract terms and rates. The
role of a CFO in manufacturing firms was found to be much more comprehensive
and impacted all areas of the business.
This study highlights the negative impact of a Chief Executive Officer (CEO)
operating autonomously and without input from members of the company’s top
management team in the strategic planning and decision-making processes of the
firm. The limitations of the study and recommended areas for further research are
also explained.
Keywords: Chief Financial Officer, strategy, strategic planning, strategic decision
making, upper echelon theory, competitive advantage, top management team,
collaborative decision making
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Chapter 1:
Introduction
Overview
In the current business environment, top executives are responsible for the
formulation of the firm’s strategy, as well as the implementation of the devised
strategy (Finkelstein & Hambrick, 1996; Porter, 1980). Allocating resources,
establishing policies, and developing an organizational culture that is aligned with
the strategic drive of the firm are all part of the implementation process (Chandler
Jr., 1962; Finkelstein & Hambrick, 1996; Galbraith & Kazanjian, 1986; Quinn,
1980). Finkelstein and Hambrick (1996) explain “strategic decision makers … act
on the basis of what they know, believe, perceive, and want” (p.40), but what
happens when the executives who are the most knowledgeable about the
implementation – such as Chief Financial Officers and their expertise on resource
allocation – are not involved in the process? Literature has shown that the “team” in
“top management team” is not actually a team at all – the decisions of the firm are
made solely one executive, the Chief Executive Officer (CEO), who interacts
minimally with the other “team” members (Hambrick, 2005). By excluding the
subject matter experts who are responsible for key areas of the implementation of
the firm’s strategy, one would surmise the effectiveness of that strategy would be
diminished.
Many scholars have addressed the importance of integrating diverse
viewpoints within firms’ top management teams (Boone & Hendricks, 2009; Chen,
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Kang, & Butler, 2019; Datta, Guthrie, & Rajagopalan, 2002; Díaz-Fernández,
González-Rodriguez, & Simonetti, 2016; Finkelstein & Hambrick, 1990; Kor,
2003). Diverse expertise and viewpoints are critical for a firm’s top management
team to contribute to a strategy that addresses the complex options towards
stimulating the firm’s continual growth (Chen et al., 2019). If involving diverse
experiences are a recipe for success in strategic planning (Chen et al., 2019;
Hambrick, Finkelstein, & Mooney, 2005), understanding the implications of
involving or excluding the firm’s top financial executive is paramount to the
process.
Background and Rationale of the Study
An executive’s personal experiences, values, and biases form the basis of
organizational outcomes (Hambrick & Mason, 1984). To understand how
organizational decisions are made, researchers only need to look at the people
behind the decision-making – what experiences they have, what education they
have, and what their personal values are (Hambrick et al., 2005; Hambrick &
Mason, 1984). This approach of evaluating an executive’s “cognitive base” as a
grounding factor of the decision making and foundation for organizational change
activities of the firm became known as upper echelon’s theory (Hambrick &
Mason, 1984).
Upper echelons theory describes why executives make the decisions they
do, how their biases reflect in their strategic evaluations, and how that translates
into organizational outcomes (Finkelstein & Hambrick, 1996; Hambrick, 2005;
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Hambrick & Mason, 1984). Hambrick and Mason’s seminal work defining the
upper echelon theory offered that an executive’s cognitive base is a reflection of
his/her “knowledge or assumptions about future events, knowledge of alternatives,
knowledge of consequences attached to alternatives” (1984, p. 195), and principles
which guide the ranking of the alternatives (March & Simon, 1958, 1993). Each
member of a firm’s top management team brings his/her own values and cognitive
base to the decision-making process (Hambrick & Mason, 1984). The background
knowledge, educational experience, and professional experience of each top
management team member provide a basis for any decision he/she makes
(Hambrick & Mason, 1984). Previous research has focused on characteristics of
CEOs and their impact on the strategic planning process of a firm and the top
management team as a whole, but not specifically on Chief Financial Officers and
their impact (Anonymous, 2017). Clarity on the CFO’s role in the strategic
planning process may help predict organizational outcomes, to the extent that the
executive is utilized.
Statement of the Problem
Creating a successful strategy and the process of strategic thinking is key to
the growth plans of all businesses (Grundy, 2014). What constitutes a successful
strategy? Porter (2013) offered five characteristics of a successful strategy: one
which offers a unique product or service, a plan for the firm to operate differently
than its competitors, choosing to stop activities that do not support the product or
service, reinforcing activities that do support the product or service, and
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continuously improve the strategy to ensure continuity and dissuade constantly
changing organizational priorities.
Strategic thinking is an interpretation of events internal and external to the
firm (Chen et al., 2019). Based on Hambrick and Mason’s (1984) theory, this
interpretation of strategic information is an aggregate of an executive’s “construed
reality,” he/she synthesizes information being presented, interprets that
information, comprehends a select amount of information, and weighs the
implications of the situation to make a determination on his/her suggested path
forward (Chen et al., 2019). This process is based on the executive’s cognitive
ability, which is the premise of the upper echelon theory – that he/she is only
influenced by what they have specifically been taught and what they have
experienced (Hambrick & Mason, 1984). Strategic decisions represent situations
where there are multiple, complex, and ambiguous catalysts; choices of decisionmakers vary widely based on their backgrounds and cannot be predicted by the
stimuli themselves (Finkelstein & Hambrick, 1996). Consequently, decisionmakers inject a great deal of themselves into such choices. For a firm’s strategy to
be successful, leadership must employ cutting-edge thinking, planning, and
decision making, involving input from all areas within the firm (Chen et al., 2019;
Hambrick, 2005).
Previous research on strategic planning emphasizes that successful
strategies are built through an ongoing, formal process, with incremental steps to
influence the firm’s direction (Wolf & Floyd, 2017). These strategies influence the
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firm’s direction through the formulation of long-term strategies, which articulate
organizational expectations (Ketokivi & Castañer, 2004). Strategic planning is a
process that facilitates an understanding of organizational issues and determinesing
options that are feasible. These plans also provide consequences of risks that the
plan presents and analyze the costs that the plan proposes (Poister, 2010). Strategic
planning is important to understand the issues of the organization, determine a path
to address the problems, and gain consensus from everyone involved (Abdallah &
Langley, 2014). As one of the most critical tasks of senior executives within a firm,
strategic planning is essential to ensure the firm achieves and/or maintains a
competitive advantage. It remains one of the most extensively used strategies in
business and is fundamental to the survival and growth of a firm (Wolf & Floyd,
2017). While researchers and practitioners alike agree on the importance of
strategic planning, studies have shown there is more emphasis on strategic planning
activities in unstable environments (Brews & Purohit, 2007). As the stability of
environmental conditions increases, less emphasis is placed on strategic planning
activities (Brews & Purohit, 2007). Although literature shows the importance of
diverse viewpoints on top management teams within the strategic planning process
(Finkelstein & Hambrick, 1990; Kor, 2003), there is an abundant amount of
research that describes the Chief Executive Officer’s input on the firm’s strategy
but not on the Chief Financial Officer’s role in that process.
Prior to World War II, the Chief Financial Officer was considered the lead
accountant; his/her responsibilities were to manage the accounts receivables
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(money owed to the firm), accounts payables (money owed by the firm), and all tax
efforts (Tulimieri & Banai, 2010). Over the last 80 years, the role of the Chief
Financial Officer has transitioned from the “backroom accountant” to the executive
responsible for shareholder relations, risk management and value creation, all while
maintaining acceptable cash flows and overall profitability (Berry, 2015; Roth,
2004; Tulimieri & Banai, 2010). As the executive responsible for all finance and
accounting transactions the firm conducts, the CFO would have knowledge
pertaining to proposed strategies that no other executive would possess (Favaro,
2001). This study sought to understand the role Chief Financial Officers play in the
strategic planning and decision-making process of a firm and his/her interaction
with the Chief Executive Officer and Chief Operating Officer in that process.
Purpose of the Study
The purpose of this qualitative case study was to understand the role the
Chief Financial Officer plays in the strategic planning and decision-making process
of the firm. This study aimed to build on Hambrick and Mason’s (1984) upper
echelon theory to comprehend the impact of the lead finance executive’s
educational background, experiences, values, and biases which influence his/her
input to strategic situations. The interaction with the Chief Executive Officer was
also explored to understand if the strategic planning process of defense firms in the
Washington D.C. region is executed by a solo operator who minimally interacts
with the other members of the top management team, as offered by Hambrick
(2005).
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Questions that Guide the Research
The relationship between the strategy of a firm and the Chief Executive
Officer (CEO) or the top management team of a firm has been shown to be
positively related to organizational outcomes (Harris & Ogbonna, 2006). Missing
from the body of literature is an understanding of the role the Chief Financial
Officer (CFO) plays in the strategic planning process of a firm, and how his/her
subject matter expertise affects the firm’s strategic direction. Additionally, the
interaction between the CFO and the CEO in this process has not been explored.
Therefore, the primary research question guiding this study was: what is a Chief
Financial Officer’s (CFO) role in the strategic planning process of a firm? The
primary research question was further defined by two researchable questions:
RQ1: What is the role of the CFO in a defense contracting firm?
RQ1a: What are the role differences and similarities between CFOs in
defense contracting firms and non-defense firms?
RQ2: What contributions do CFOs have on the strategic plan of the firm?
RQ2a: How do those contributions affect the decision-making of the firm?
Definition of Terms
Chief Executive Officer (CEO) – “The executive who has overall responsibility for
the conduct and performance of an entire organization” (Finkelstein & Hambrick,
1996, p. 7)
Chief Financial Officer (CFO) – The senior executive responsible for all financial
operations of a firm (Six, Normann, Stock, & Schiereck, 2013)
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Chief Operating Officer (COO) – The executive “responsible for internal
operational affairs … report[s] to the CEO” (Finkelstein & Hambrick, 1996, p. 7)
Defense Contractor –
Pursuant to 41 USC § 50, (Chapter 1, Title 41, of United States Code
Service), the term ‘defense contractor’ means an employer engaged in (1)
the production, maintenance, or storage of arms, armament, ammunition,
implements of war, munitions, machinery, tools, clothing, food, fuel, or any
articles or supplies, or parts or ingredients of any articles or supplies; or (2)
the construction, reconstruction, repair, or installation of a building, plan,
structure, or facility; under a contract with the United States or under any
contract which the President, the Secretary of War, the Secretary of the
Navy, or the Secretary of Transportation certifies to such employer to be
necessary to the national defense (USLegal, 2019)
Defense Contracting Firm – Another name for ‘Defense Contractor’
Non-Defense Firm – A company which is not contracted to do business with the
U.S. Department of Defense as a Defense Contractor
Manufacturing Firm – “Any business that uses components, parts or raw materials
to make a finished good. These finished goods can be sold directly to consumers or
to other manufacturing businesses that use them for making a different product.”
(Hill, 2019)
Strategic Planning – A formal, evolutionary process used as a tool for the basis of
strategic preparation (Porter, 1980)
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Top Management Teams (TMT) – Refers to the “relatively small group of most
influential executives at the apex of an organization – usually the CEO (or general
manager) and those who report directly to him or her” (Finkelstein & Hambrick,
1996, p. 8)
Values – “A broad and relatively enduring preference for some state of affairs”
(Finkelstein & Hambrick, 1996, p. 49)
Significance of the Study
Hambrick and Mason (1984) offered that organizational outcomes are a
reflection of the values and intellectual bases of top managers within the
organization. Hambrick (2005) proposed top management team characteristics may
predict organizational outcomes to the degree that behavioral integration exists.
Behavioral integration is the degree to which mutual and collective interaction
exists within a group, and it has three main elements or manifestations: information
exchange, collaborative behavior, and joint decision making. This is the idea that
the combination of top management team characteristics will only affect the
outcome of an organization to the extent that the members act as a team rather than
independently. He offered, “Many, many top management teams have few ‘team’
properties. They consist primarily of solo operators who are largely allowed to run
their own shows, who interact minimally, sometimes rarely seeing each other”
(Hambrick, 2005, p.120).
High diversity in managerial experience allows for multiple perspectives on
strategy formulation and represents an essential source of nonoverlapping
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knowledge that contributes to the management of complexities associated
with firm growth. Such non-overlapping knowledge may also stimulate
debates, thus increasing the depth of exploration of various strategic options
among TMT members (Chen et al., 2019, p. 56).
The aim of this study was to understand the Chief Financial Officer’s role in
the strategic planning process and determine whether his/her expertise was utilized
and to what extent. Also explored was whether the Chief Executive Officer of
defense firms operated as a solo operator who interacted minimally with other Csuite executives (Hambrick, 2005), or whether the top management team utilized an
integrated approach to decision making.
This qualitative case study utilized the upper echelon theory to understand
how the subject matter expertise of the Chief Financial Officer’s (CFO) impacted
the strategic planning and decision-making process of defense contractors in the
Washington D.C. region, and to understand how his/her interaction with the Chief
Executive Officer (CEO) drove organizational outcomes. This study sought to
understand how top management team characteristics influence organizational
outcomes, a topic which Hambrick (2005) identified as awaiting scholarly
investigation. Hambrick built on his original (2005) plea for research two years
later in a subsequent article by stating, “There needs to be much more attention
paid to the ‘structure’ of TMTs, to complement – and improve – our understanding
of TMT composition and processes” (2007, p. 337). This study explored the
“human element of strategic choice” (Finkelstein & Hambrick, 1996, p. 3) and
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explored the role the background of the human element plays in the strategic
planning and decision-making processes within the firm. These identified topics,
along with the gap found in CFO and strategic planning literature, provided an
avenue for the research of this study – a focus on the role of Chief Financial
Officers as a key player of the firm’s Top Management Team (TMT), and the
position’s impact on the strategic planning and decision-making process of the
firm. Clarity on the CFO’s role in the strategic planning process may help predict
organizational outcomes, to the extent the executive is utilized.
Organization of the Remainder of the Study
This first chapter provides an overview of the study through an introduction
to the background of the problem and rationale of the study, statement of the
problem, the purpose of the study, questions that guide the research, definition of
common terms to be used within the study, and significance of the study. Chapter
two provides a review of literature as it pertains to the study in the areas of Chief
Financial Officers, strategy, competitive advantage, and the theoretical framework
of upper echelon theory. Chapter three provides the research design, research
approach, population and sample used for the study, information on selection of
participants for the study, instrumentation and procedures utilized for the study,
procedures for collecting and analyzing data, ethical considerations, researcher
positionality, and validity checks. Chapter four offers a detailed explanation of the
companies researched, profiles of each Chief Financial Officer and Chief Executive
Officer interviewed, the findings of the study, and the contribution of the study to
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applied practice. A further discussion of the results, an explanation of the study’s
contribution to the body of knowledge, recommendations for applied practice, and
ideas for future research are addressed in Chapter five. The dissertation concludes
with the references cited in the study and the appendices.
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Chapter 2:
Literature Review
Overview
The purpose of this chapter is to summarize previous literature and provide
an understanding of preceding studies, theories, and frameworks related to strategy,
competitive advantage, and the Chief Financial Officer (CFO) position. The review
begins with an overview of literature on Chief Financial Officers to help
understand the position that will be researched, followed by a discussion of strategy
and a more detailed look at strategic planning. Next, the literature review focuses
on competitive advantage with a detailed look into Barney’s (Barney, 1986, 1991,
1997) Resource-Based View (RBV) of the firm. Finally, the theoretical framework
of upper echelon theory is highlighted as a base on which the study was developed.
The chapter concludes with a synthesis of the literature review and a discussion of
the gaps found, which justified a need for research in this specific topic area.
Questions that Guide the Research
The fundamental question guiding the research was: what is a Chief
Financial Officer’s (CFO) role in the strategic planning process of a firm?
Through refinement of the topic, the general question was able to be broken into
two more detailed and researchable questions:
RQ1: What is the role of the CFO in a defense contracting firm?
RQ1a: What are the role differences and similarities between CFOs in
defense contracting firms and non-defense firms?
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RQ2: What contributions do CFOs have on the strategic plan of the firm?
RQ2a: How do those contributions affect the decision-making of the firm?
Chief Financial Officers
As the business landscape has changed, so too has the expectation of Chief
Financial Officers (CFO).
[CFOs] weren’t expected to be part of the team running the business. And
many operating people didn’t seek their advice. CFOs were seen as
unhelpful, always demanding answers to trivial questions about budget
variances or expense claims. Now they are expected to be business
generalists, risk management experts, and business intelligence sources
(Hope, 2006, p. 1).
To understand the role of CFOs in the current business environment and how they
got there, we must first understand from where they came.
Prior to World War II, the highest-level financial functions of a firm were
allocated to two responsible individuals – the Chief Executive Officer (CEO) and
the lead accountant, who was only sometimes referred to as the Chief Financial
Officer (CFO) (Favaro, 2001; Tulimieri & Banai, 2010). The role of the CEO was
to manage the corporate finance functions with responsibilities such as managing
the profit and loss statement and managing shareholders, while the role of the
CFO/lead accountant was to manage accounts receivable, accounts payable, tax
efforts, audits, and financial relations (Favaro, 2001; Tulimieri & Banai, 2010;
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Zorn, 2004). During this time period, the CFO was not expected (or allowed) to be
a strategic partner (Favaro, 2001; Tulimieri & Banai, 2010).
Post-World War II, “the era of the CFO was born” (Tulimieri & Banai,
2010, p. 241). The CFO function was grown out of a prescribed solution to the
corporate crisis of the times, leading corporate leaders to restructure the position
and responsibility expectations of the CFO (Zorn, 2004). During this era, the role
of the CFO grew; he/she was expected to understand contracts, operations,
scheduling, manage the firm’s cash flows, and take responsibility for the profit and
loss position of the firm (Tulimieri & Banai, 2010). While the CFO was more
involved during this time period, he/she was still not involved with stakeholders
and had the reputation of being a “naysayer” when involved in acquisition or
product launch decisions (Tulimieri & Banai, 2010).
Through the 1970s and 1980s, the role of the CFO still took a backseat to
the role of the CEO (Tulimieri & Banai, 2010). The CEO was the leader of the
firm, the sole decision-maker, and the executive whom the shareholders held
accountable for meeting the firm’s strategic and financial objectives; the CFO was
only in control of the financial management activities of the firm in the traditional
role of an accountant or controller (Trappl, Pichler, & Zehetner, 2013; Tulimieri &
Banai, 2010). In the 1990s, the CFO became important for the financial
management of mergers and acquisitions and initial public offerings, but little other
changes were realized within the position (Trappl et al., 2013). The role of the CFO
did not drastically change until the early 2000s with the revelation of financial
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scandals of top firms such as Arthur Anderson, Enron, and WorldCom Inc.
(Tulimieri & Banai, 2010). As a result of these fraudulent activities, with the
passage of the Sarbanes-Oxley Act of 2002, both the principal executive officer
(CEO) and principal financial officer (CFO) were required to certify the firm’s
financial reports giving the CFO more power than ever before (107th Congress,
2002; Bedard, Hoitash, & Hoitash, 2014; Tulimieri & Banai, 2010). The SarbanesOxley Act of 2002 consequently empowered the CFO by the government and
expanded the role to be responsible for the firm’s financials to the shareholders and
the public (Tulimieri & Banai, 2010). Additionally, as a result of the SarbanesOxley Act, firms are expected to have a CFO as a member of the Board of
Directors (Bedard et al., 2014; Mobbs, 2018). “When the CFO is on the board,
firms have lower cash holdings, exhibit faster adjustment toward their optimal
capital structure following shocks and are less financially constrained” (Mobbs,
2018, p. 316). The CFO of today has evolved considerably and bears no
resemblance to the historical role held as a firm’s top accountant (Florackis &
Sainani, 2018; Tulimieri & Banai, 2010).
Over the last 20 years since the passage of the Sarbanes-Oxley Act of 2002,
the role of the Chief Financial Officer has evolved from the “backroom accountant”
to a more prominent figure within the organization (Tulimieri & Banai, 2010). As a
result of the passage of the law, in addition to traditional accounting functions and
typical budgeting activities, CFOs are now expected to understand the internal
controls of the firm and processes used for measuring performance (Battista &
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Shea, 2007; Baxter & Chua, 2008; Hiebl, 2013; Letarte & Gittleson, 2008).
Further, as the requirement for transparency of the financials of a firm increases,
CFOs are utilizing business performance management methodologies to provide
that information and demonstrate how the firm’s strategy relates to its performance
(Battista & Shea, 2007). Increasingly, CFOs are expected to spearhead the risk
management activities of the firm as well (Bloxham & Borge, 2006; Letarte &
Gittleson, 2008). As firms involve the CFO in more risk evaluations, they evaluate
the background of potential candidates as to whether they come from an accounting
or managerial setting; accountant CFOs have been found to be more risk-adverse
than non-accountant CFOs (Hoitash, Hoitash, & Kurt, 2016). Specifically relating
to family-owned firms, the CFO is expected to have in-depth knowledge of tax
consequences for the family, business law knowledge, and an understanding of
wealth management (Hiebl, 2014). Responsibility for and influence of
organizational financial policies are no longer a function of the CEO but have
transitioned to be a duty of today’s CFO (Florackis & Sainani, 2018; Six et al.,
2013). CFOs are also expected to multi-task and perform other non-financial
functions, such as business development, human resources, information
technology, reengineering, and marketing (Dalton, 1999; Khiyara, 2015).
Moving toward a strategic/value-creation role, CFOs are being expected to
create value across the company through operational activities such as coordinating
across all business units, providing financial support across all business units (not
stove-piped), and acting as an independent advisor across all business units of a
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firm (Barnett, 2014; Fuessler, 2014; Zoni & Pippo, 2017). Deloitte (2015) offered
four orientations for the CFO to become more strategic in his/her position: (1) a
responder, (2) a challenger, (3) an architect, or (4) a transformer. In decentralized
firms, the CFO can operate as a responder by analyzing the financial repercussions
of different strategies; however, the role of the CFO is limited (Deloitte, 2015). If
the CEO of a firm chooses to give the CFO permission to challenge the strategies
of business-unit heads, the financial organization then has the ability to act as a
challenger and evaluate the risks and returns of each proposed strategy (though the
role of the CFO in risk management activities is often contentious) (Bloxham &
Borge, 2006; Deloitte, 2015). When the CEO-CFO relationship becomes a joint
strategic unit, the CFO becomes an architect; the financial organization’s role in
this orientation is to find the best financial approach to complement the value of the
strategies the business pursues (Deloitte, 2015). Lastly, the CFO has the potential to
be a transformer by driving and executing future strategies of the firm through the
shuffling of operational and financial operations to be the most beneficial for the
strategy being employed (Deloitte, 2015). Berry offers an optimistic view of the
CFOs role moving into the future: “Rising from bean counter to strategic partner,
the senior finance executive will increasingly influence business decisions and have
an equal – if not more influential – seat with the CEO, [Chief Marketing Officer]
(CMO), [Chief Information Officer] (CIO), and [Chief Operating Officer] (COO)”
(2015, p. 12).
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With the emergence of the CFO as a strategic member of a firm’s top
management team, there are four critical roles the executive is expected to embody,
making his/her job more complex than it has ever been (Deloitte, 2016). Two of the
four roles a CFO is expected to bear are similar to the traditional view of the
position: Operator and Steward (Deloitte, 2016; Ehrenhalt & Ryan, 2007; Tulimieri
& Banai, 2010). The operator role ensures financial functions are performed
efficiently, with a balance of capabilities and cost; stewardship by the CFO ensures
the firm’s assets are protected while managing the reporting and control
requirements and risk management activities (Deloitte, 2016; Ehrenhalt & Ryan,
2007; Tulimieri & Banai, 2010). After asserting the operator and stewardship roles,
a CFO then transitions into strategist and catalyst roles (Deloitte, 2016; Ehrenhalt
& Ryan, 2007; Tulimieri & Banai, 2010). In the strategist role, the CFO guides the
future direction of the firm by aligning financial strategies with business growth
strategies (Deloitte, 2016; Ehrenhalt & Ryan, 2007; Tulimieri & Banai, 2010).
Expanding to a more broad view, the catalyst role of a CFO is to encourage
behaviors across all disciplines within the organization and to achieve the firm’s
strategic and financial objectives (Deloitte, 2016; Ehrenhalt & Ryan, 2007;
Tulimieri & Banai, 2010).
In the current business environment, as firms' strategic planning becomes
more complex, the CEO is being forced to offload some responsibilities to the CFO
(Berry, 2015; Favaro, 2001). With these new responsibilities, CFOs are expected to
understand the strategic forces that lead to profit creation and how to manage them
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(Favaro, 2001; Han, Zhang, & Han, 2015). The view of a successful CFO from the
Chief Executive Officer’s (CEO) perspective is an executive who excels in five
skills: (1) financial expertise, (2) personal integrity, (3) communication skills, (4)
strategic vision, and (5) industry experience (Berry, 2015; Dalton, 1999; Favaro,
2001).
The financial expertise expected by CEOs of the firm’s CFO is a
characterization of where a company has been and helping to figure out where the
company is going in the future (Favaro, 2001). The senior finance executive’s key
responsibility is to produce the firm’s financial statements, which fairly represent
the financial condition of the firm (Indjejikian & Matějka, 2009). In developing the
financial statements, the CFO determines which figures get reported and whether
annual performance objectives are met. He/she has the “fiduciary responsibility to
produce financial statements that fairly represent the firm’s financial condition”
(Indjejikian & Matějka, 2009, p. 1064). To ensure the integrity of the financial
statements they create, CFOs are responsible for implementing strong controls over
the firm’s financial processes, policies, and procedures (Dalton, 1999).
Implementing strong controls requires two parts: (1) both the CEO and CFO must
certify they have established a system that provides the executives with the
pertinent financial information in a timely manner, and (2) that the executives have
“evaluated the internal control system and found it sufficient” (Tulimieri & Banai,
2010, p. 242). If the internal control system has weaknesses, the weaknesses must
be identified during the financial reporting process (Tulimieri & Banai, 2010).
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CFOs are still concerned with cash flows and cost controls to maintain
profitability in production processes but have also added investment monitoring as
an opportunity to increase growth (Berry, 2015; Roth, 2004). The CFO creates
value in the firm through his/her understanding of every component of the business
and oversight of the firm’s financials to the infinitesimal detail (Berry, 2015). The
financial expertise of the Chief Financial Officer is influential to the firm’s strategic
and operational decision-making through the strategic and operational plans of the
finance functions under his/her influence (Zoni & Pippo, 2017). The financial data
fed to the CFO from each specific area provides justification for the strategic and
operational decisions made by the executive team (Berry, 2015). Based on the
CFO’s in-depth financial knowledge, additional responsibilities to support the
firm’s business operations have been levied on the lead finance executive (Berry,
2015). Oversight of the general operations of the firm, managing the production
supply chain, managing the financial and operational risks of the firm, and
managing the human resources activities of the firm are all additional duties
imposed on the CFO as his/her role in the firm increases (Berry, 2015).
Personal integrity is an important issue in the role of the Chief Financial
Officer; 84% of CEOs responded that personal integrity was the second most
crucial attribute, behind the candidate’s financial acumen, when surveyed about the
expertise he/she looks for when hiring a CFO (Dalton, 1999). After the passage of
the Sarbanes-Oxley Act of 2002, the Securities and Exchange Commission, along
with the shareholders of publicly traded firms, are “demanding that the guardians of
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corporate financials be of impeccable character” (Dalton, 1999, p. 57).
Shareholders expect the lead finance executive to be completely transparent with
“uncompromising ethical standards” (Tulimieri & Banai, 2010, p. 244).
As the role of the Chief Financial Officer (CFO) continues to expand and
the coordination with the Chief Executive Officer (CEO) increases, communication
skills are imperative (Tulimieri & Banai, 2010). The CFO is expected to clearly
articulate the firm’s current financial and strategic position and the direction the
firm is heading for the future to internal and external stakeholders (Favaro, 2001).
With the ability to communicate this knowledge to other executives, employees,
stakeholders, and the shareholders, he/she must also have the ability to determine
how much information to communicate, to whom, and at what time (Favaro, 2001).
CFOs are required to manage the firm’s investor relations, reinforcing the
importance of his/her communication skills (Favaro, 2001).
As the executive responsible for interacting with the investment
community, the CFO is expected to deliver information to the media regularly,
provide investment analysts with information when requested, and ensure that all
information relayed to one investor is available to the public immediately (Favaro,
2001). “A successful CFO must also possess extraordinary public relations skills
and understand the implications of upcoming announcements for all the company’s
major stakeholders – including employees and the community – and not just the
stakeholders” (Dalton, 1999; Favaro, 2001, p. 7).
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The absence of strategic vision is a notable shortfall identified by CEOs of
their CFOs (Favaro, 2001). Continuous communication between the CFO and CEO
will ensure strategic decisions are influenced by both points of view, perspectives,
and expertise; this combination of skills will position the firm for the successful
implementation of the strategic plan (Tulimieri & Banai, 2010). Contributing to the
strategic vision of the firm includes articulating which segments of the company
are creating value, which segments are likely to create value in the future, and
which segments are destroying value (Favaro, 2001). An additional strategic
expectation of the Chief Financial Officer is to understand how competitors are
operating in the same segment of the industry. It is the CFO’s responsibility to
understand the competitive forces in the industry and how to manage them (Favaro,
2001). At both the corporate and business unit levels, the CFO is expected to set
performance targets and evaluate the performance against those goals (Roth, 2004).
Additionally, the CFO is expected to coordinate between the strategic goals
of the company and the financial position during the strategic decision-making
process (Barsky & Catanach Jr., 2013). By understanding the value-creating and
value-destroying segments, CFOs can develop strategies to maximize the
profitability of the firm (Favaro, 2001). Isolating the business units which are
underperforming and destroying value within the company helps the CFO establish
immediate improvement plans to increase profitability (Roth, 2004). The unique
understanding of both corporate and business unit operations positions the CFO as
the logical choice to oversee the strategic development of the organization as a

23

whole (Favaro, 2001; Roth, 2004); a survey of 1,000 Fortune CEOs found that
97% had transitioned the duties of long-term strategic planning to the CFO (Favaro,
2001). CFOs have the ability to influence decisions that drive shareholder value by
utilizing his/her knowledge of the firm's financial position to facilitate sound
strategic and operational decision-making (Frigo, 2003).
Industry experience is offered as a skill CEOs find important in a CFO
(Favaro, 2001); however, there is evidence that technical and industry experience is
much less critical than strategic experience (Barsky & Catanach Jr., 2013). CEOs
are finding more benefit in CFOs with broad business backgrounds, with previous
operating experience, than those with strictly technical backgrounds (Dalton,
1999). Additionally, CFO experience in the specific industry is not a prerequisite
for a position. CEOs are hiring CFOs with diverse business backgrounds (in
differing industries), the ability to think strategically, and experience with both
large and small margin companies (Dalton, 1999). CEOs “are looking for
competence, with the implication that judgment and style will make up for lack of
specific [industry] experience” (Dalton, 1999, p. 55).
There is a requirement for the lead financial executive to stop looking at the
past and concentrate on the firm’s future growth (Hope, 2006; Khiyara, 2015;
Witzel, 2010). While the reality of the success of a CFO position is not just
focusing on the future, he/she must analyze past data and ensure the firm is
operating from a solid financial base, the financial leader of the organization must
be able to utilize that knowledge to look forward and anticipate opportunities to
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improve (Hope, 2006; Khalifa, 2004; Witzel, 2010). To be the most successful lead
financial executive, CFOs must have a strong business sense and think broadly,
he/she must ensure the decisions are being made with a holistic view of the
strategic situation, not a decision based strictly on numbers (Konstans, 2013;
Mortensen & Mead, 2018).
Strategy
“Strategy refers to the broad set of commitments made by the firm that
define and rationalize its objectives and how it intends to pursue them” (Teece,
2009, p. 254). Traditionally, strategy is a narrow, definitive process. Hamel and
Prahalad (1996) offered that strategy should be an ever-evolving process.
Strategies are created through both explicit/deliberate actions and implicit/emergent
details; no strategy implemented is perfectly calculated (Mintzberg & Waters,
1985; Teece, 2009). Building on what it has done successfully in the past, existing
capabilities help shape a firm’s future capability offerings (Teece, 2009).
Successful strategies are built on what can be predicted and what can be controlled,
both of which are assumed to be existing in every strategy; however, both aspects
don’t necessarily have to be linked for a firm to have a successful strategy
(Wiltbank, Dew, Read, & Sarasvathy, 2006). Wiltbank et al. (2006) developed a
framework that focused on implementing a high level of control over the firm’s
strategy without focusing on the firm’s ability to predict future outcomes. The idea
of a “transformative strategy” is to encourage firms to assess the current situation
and create new strategies based on the analysis of the given reality, based on the
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interaction with stakeholders and the evaluation of prospects within the firm’s
control (Wiltbank et al., 2006).
Scholars frequently refer to human capital resources as enablers to a firm’s
successful strategy (Ettorre & McNerney, 1995; Prahalad & Hamel, 1990). Human
resources are defined as all intangible factors associated with individuals of a firm
(Barney, 1995). The Human Resources department should be at the “forefront of
unleashing corporate imagination” (Ettorre & McNerney, 1995, p. 57) to promote
creativity among management. Encouraging learning by resources in top
management positions helps drive the competitiveness of firms for the future
(Ettorre & McNerney, 1995).
Rumelt explains the basic idea of strategy as “the application of strength
against weakness” (2011, p. 9), and further expounded that the strategy can be good
or bad. Rumelt contended there are two sources of strength/advantage that
inherently exist within a firm: (1) the existence of a clear strategy and (2) the
establishment of new strengths through subtle changes in perspectives. The first
source of advantage a firm possesses is the utilization of a good strategy; most
firms don’t have a good strategy and do not expect their competitors to have one
either (Rumelt, 2011). According to Rumelt, four factors of a good strategy help
accomplish the end goal: coherence, coordinating actions, policies, and resources.
The second source of strength a firm has within its strategy is to exploit different
viewpoints, which can reveal overlooked opportunities as well as previously
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unnoticed weaknesses and threats (Rumelt, 2011). “It is said that strategy brings
relative strength to bear against relative weakness” (Rumelt, 2011, p.21).
“On average, senior management is devoting less than 3% of its energy
building a corporate perspective on the future” (Hamel & Prahalad, 1996, p. 4). In
the case of a non-existent strategy for the future, top management of a firm should
spend between 20 and 50% of its time over several months working to develop a
well-defined strategic plan to quantify what future initiatives it should pursue
(Hamel & Prahalad, 1996). The top executives of a firm orchestrate both the
creation of the strategy and its implementation (Finkelstein & Hambrick, 1996).
Strategy implementation includes resource allocation and the establishment of
policies and programs to enable the organization to be aligned with the strategic
path of the firm (Finkelstein & Hambrick, 1996). While the top management team
is accountable for creating the strategic context of the firm, lower-level managers
and technical specialists throughout the organization are responsible for propelling
the firm through the strategic decisions they make (Finkelstein & Hambrick, 1996).
Strategic decisions are guided by the individual’s knowledge, beliefs, perceptions,
and desires; “decision makers inject a great deal of themselves into such choices”
(Finkelstein & Hambrick, 1996, p. 40). Once a firm has a defined strategy for the
future, senior leadership should continually review the plan and make adjustments
as time progresses (Hamel & Prahalad, 1996; Wiltbank et al., 2006).
A lack of good strategy is not the only explanation for a bad strategy.
Rumelt explained that a bad strategy “grows out of specific misconceptions and
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leadership dysfunctions” (2011, p. 32). Additionally, Rumelt described four major
trademarks of a flawed strategy: fluff, inability to identify a challenge, incorrectly
believing a goal is a strategy, and the creation of an objective to meet a bad strategy
– one which does not address a serious issue or one which is unrealistic. While the
previous list describes the manifestation of a bad strategy, Rumelt also goes on to
explain many bad strategies are a result of an array of actions instead of one or two
important objectives, or an objective that is unachievable due to the lack of a path
to achieving the desired end state. “Bad strategy is vacuous and superficial, has
internal contradictions, and doesn’t define or address the problem” (Rumelt, 2011,
p. 57).
Strategic Planning. There have been multiple definitions of strategic
planning over the last fifty years, with many overlapping elements. Most
researchers agree the strategic planning process of a firm is an ongoing, formal
process, with incremental steps to influence the firm’s direction through the
formulation of long-term strategies which articulate organizational expectations
(Armstrong, 1982; Boyd, 1991; Hopkins & Hopkins, 1997; Ketokivi & Castañer,
2004; Schendel & Hofer, 1979; Wolf & Floyd, 2017).
An organization cannot get to the future by being event-driven. Strategic
planning is vital to the competitive renewal of the firm (Ettorre & McNerney,
1995). Strategic planning is one of the most crucial tasks of senior executives to
ensure the firm achieves and/or maintains a competitive advantage, remains one of
the most extensively used strategies in business, and is fundamental to the survival
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and growth of a firm (Arend, Zhao, Song, & Im, 2017; Kaplan & Beinhocker,
2003; Rigby, 2001; Wolf & Floyd, 2017; Wright, Hillon, Garrido-Lopez, &
Fowler, 2018). While practitioners agree on the importance of strategic planning,
researchers have found that in stable environments, there is less emphasis placed on
strategic planning, but as environmental instability increases, so do the strategic
planning activities of firms (Brews & Purohit, 2007). The strategic planning
process helps management understand the pressures facing the organization,
develop a consensus on a path forward to address the situation, and communicate
the plan to internal and external stakeholders (Abdallah & Langley, 2014; Grant,
2003; Langley, 1988; Spee & Jarzabkowski, 2011; Stone & Brush, 1996).
The focus on communication in the strategic planning process has an
integrative effect, which helps align the interests of the participants with the
organizational goals and helps ensure consensus from all stakeholders
(Jarzabkowski & Balogun, 2009; Weigand, Flanagan, Dye, & Jones, 2014;
Woolridge, Schmid, & Floyd, 2008). Specifically, the strategic planning process
should facilitate an understanding of the issues plaguing the organization, explore
options to address the issues in the context of feasibility and likelihood and
consequences of risk realization, and analyze the costs of the plan being proposed
(Poister, 2010).
How can firms be successful in the strategic planning process? Schaefer and
Guenther (2016) identified that the strategic planning process of a firm is most
frequently associated with the top management team. Many researchers have found
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top management’s involvement in the strategic planning process and strategy
execution improved organizational performance (Anonymous, 2017; Arend et al.,
2017; Dibrell, Craig, & Neubaum, 2014; Harris & Ogbonna, 2006; Schaefer &
Guenther, 2016; Song, Im, Van Der Bij, & Song, 2011). Alternatively, Woolridge,
Schmid, and Floyd (2008) found the importance of including lower-level managers
in the process. Jarzabkowski & Balogun (2009) offered the interactions between
key players in the process not only shape the strategy of the firm but also shape
management “until a position of common strategy could be reached” (p. 1281).
Kachaner, King, and Stewart (2016) offered four “best practices” for
successful strategic planning: (1) think about the firm’s strategy at specific time
horizons – more than five years into the future, three-to-five years into the future,
and the current environment, (2) stimulate the strategic dialogue to keep planning
“fresh,” (3) engage a diverse group from within and outside of the organization to
allow opportunities and risks to be introduced early, and (4) investing to ensure the
strategy is translated into results. To enhance the planning process, strategists have
found benefits through the use of scorecards to link the analysis behind the strategy
to the selection of the specific strategy (Anonymous, 2019; Huang, 2009; Wright et
al., 2018).
In an early article on strategic planning, Mintzberg & Waters (1985) argued
that not all planning is deliberate; some strategies are emergent, evolving
incrementally over time, based on a pattern of realized decisions. A perfectly
deliberate strategy has precise intentions which have been articulated to a level of
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detail that can be implemented within the firm; the intentions must be common to
everyone involved, and the intentions must be realized exactly as intended - with
no external interference (Mintzberg & Waters, 1985). For a strategy to be perfectly
emergent, no organizational intention must be involved (Mintzberg & Waters,
1985). A firm’s actual strategy falls along a continuum between deliberate and
emergent (Mintzberg & Waters, 1985). Dibrell, Craig, and Neubaum (2014)
expanded on Mintzberg & Waters’ (1985) research by offering the importance of
building flexibility into the strategic planning process to respond to increasingly
changing environments effectively. Abdallah & Langley (2014) proposed
“strategists can achieve progress towards desired objectives but … they should not
expect the path to be smooth or linear” (p. 263).
Competitive Advantage
What is competitive advantage? There are many definitions researchers
have proposed over the last few decades: the ability to gain greater than normal
economic performance through the exploitation of an “imperfectly competitive
product market” (Barney, 1986, p. 1231); distinctive organizational competencies
and/or resources, when matched appropriately with market opportunities, are
superior to rivals (Peteraf, 1993); “a condition that enables a company to operate in
a more efficient or otherwise higher-quality manner than the companies it competes
with and which results in benefits accruing to that company” (Dustin, Bharat, &
Jitendra, 2014, p. 1); and finally the ability of a firm to perform at a higher level
than others in the same industry or market, based on specialized attributes or
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resources (Almutairi, 2014). While this study will center on Barney’s ResourceBased View (RBV) of competitive advantage, there are other potential sources of
advantage such as obtaining a powerful position in the market (Porter, 1996), the
existence of a superior reputation (Roberts & Dowling, 2002), insight into customer
needs, ultra-low-cost production, frugal innovation, operational excellence in
adverse environments, privileged access to resources and markets, and typical firstmover advantages (Ramamurti, 2012).
Resource-Based View. Barney (1986) theorized that when the
implementation of a strategy requires additional resources, a strategic factor market
is created. Strategic factor markets allow for the buying and selling of resources
required to implement a firm’s strategy; the value of those resources compared to
the selling price determines if a competitive advantage exists (Barney, 1986). Each
firm within the strategic factor market has an expectation of a future value of a
strategy, with some expectations more accurate than others (Barney, 1986).
When different firms have different expectations concerning the future
value of a strategy, it will often be possible for some strategizing firms to
obtain above normal returns from acquiring the resources necessary to
implement a […] strategy, and then implement [it] (Barney, 1986, p. 1233)
Exploiting competitive imperfections within strategic factor markets lays the
groundwork for the firm to obtain above-average returns (Barney, 1986). The two
areas of imperfection are (1) special insights into the future value of the resources
by the implementation into a strategy, or (2) luck/anything unexpected (Barney,
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1986). By exploiting the imperfections, firms with more accurate expectations of
the value of a strategic resource are able to avoid overpaying for resources and/or
exploit profit opportunities in the market (Barney, 1986).
Barney followed his study about strategic factor markets with the theory
that an internal resource can be a source of sustained competitive advantage for the
firm (Barney, 1991). Barney contended a firm may have a source of sustainable
competitive advantage in a resource, specifically a resource which is valuable, rare,
inimitable, and non-substitutable (VRIN). A resource is one or more attributes of a
firm that allow a firm to exploit opportunities or neutralize threats; the resource
becomes valuable when it “enable[s] a firm to conceive of or implement strategies
that improve its efficiency and effectiveness” (Barney, 1991, p. 106). If a resource
is possessed by a firm and its competitors, it cannot be a source of competitive
advantage because each firm has the ability to exploit the resource in the same way
(Barney, 1991). A rare resource is possessed by a small number of firms, which are
able to utilize the resource to implement a unique value-creating strategy and
achieve a competitive advantage (Barney, 1991). The utilization of valuable and
rare resources as a source of competitive advantage can also be described as having
a first-mover advantage. The only way a firm can achieve a sustained competitive
advantage with either type of resource is to ensure competitors do not currently
possess and cannot obtain the resource (Barney, 1991).
Barney offered the third source of resource based competitive advantage
are inimitable resources, those resources which cannot be replicated by a
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competitor. There are three reasons resources are unable to be imitated, and the
resource can meet one or more of the justifications to meet the criteria:
(1) the specific point in history in which the firm possess the resource
guides the ability of a firm to obtain the resource;
(2) there is a lack of understanding as to why a firm’s resource provides a
sustained competitive advantage, so it is difficult for a competitor to
duplicate; and
(3) the resource provides a sustained competitive advantage due to a
complex social phenomena which is unable to be imitated due to the
inability of a firm to manage the phenomena (Barney, 1991).
If the resource is able to meet all criteria except inimitable, the resource provides an
advantage to the firm, but only temporarily (Barney, 1991). For a resource to be a
non-substitutable source of sustained competitive advantage, there must be no
equivalent resources, or combination of resources, that can be substituted by a
competitor to achieve the same strategic result (Barney, 1991). The resource must
be able to meet the criteria in all four categories for the firm to have the ability to
achieve a sustainable competitive advantage as a result of the
acquisition/implementation of the resource (Barney, 1991).
Four years after the publishing of his VRIN framework, Barney proposed
another important dynamic to ensure a resource provided a competitive advantage “supported by the organization” (Barney, 1995). To realize a resource’s full
potential, a firm must be “organized to exploit the full competitive potential of its
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resources and capabilities” (Barney, 1995, p. 56). It is imperative in all cases for the
firm to support the resource as a part of the strategy being implemented, or the
resource fails to be adequately utilized and the value of the resource will be wasted
(Barney, 1995). In response to critics claiming the attributes of “inimitable” and
“non-substitutable” were very similar, Barney replaced “non-substitutable” with his
new dynamic “supported by the organization” and updated his framework to be
VRIO.
Peteraf’s (1993) article built on Barney’s (1986) resource based view
(RBV) and presented four cornerstones of competitive advantage. Peteraf explains
RBV “deepened our understanding regarding such topics as how resources are
applied and combined, what makes competitive advantage sustainable, the nature of
rents, and the origins of heterogeneity” (1993, p. 179). The purpose of Peteraf’s
research was to create a model that described the superior performance by a firm,
informed firm management, and provided a starting point for future research. The
four cornerstones described in the model are resource heterogeneity, ex-post limits
to competition, imperfect resource mobility, and ex-ante limits to competition.
Resource heterogeneity refers to the assumption that all firms in a market
have different resources which allow them to produce goods, some of which have
resources that are superior to others. The idea of resource heterogeneity implies that
all firms are able to compete in a market, whether they do or do not have superior
resources; however, “firms with superior resources will earn rents” (Peteraf, 1993,
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p. 180) and firms that have “marginal resources can only expect to breakeven”
(Peteraf, 1993, p. 180).
To establish that a firm has a sustained competitive advantage, superior,
unique resources must be retained. When acquiring or developing the superior,
unique resources, the competition for such resources must be limited; if not, aboveaverage profits may be dissipated through competition (ex-post limits to
competition) (Peteraf, 1993). Research by theorists on the resource based view
(RBV) surmised two factors limit competition for these resources – imperfect
substitutability and imperfect imitability. When substitutes for unique resources
enter into markets, profits of those with an advantage are reduced, degrading any
competitive advantage that may exist (Peteraf, 1993). Protecting a firm’s unique
resources and ensuring they are unable to be imitated is a critical focus area for
management to ensure the subsequent above-average rents are sustained.
The third cornerstone of a sustained competitive advantage is to ensure the
unique resources stay with the firm, and if they leave the firm, they are less
valuable – this is the idea of imperfect mobility (Peteraf, 1993). “Resources are
perfectly immobile if they cannot be traded” (Peteraf, 1993, p. 183). While
resources may be mobile and able to move between firms, a resource still
contributes to a sustained competitive advantage if it is more valuable to said firm
than any others because it is employed for firm-specific needs (Peteraf, 1993). She
summarized the idea of imperfect mobility as
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Because immobile or imperfectly mobile resources are non-tradable or less
valuable to other users, they cannot be bid away readily from their
employer. They remain bound to the firm and available for use over the
long run. Thus, they can be a source of sustained advantage (Peteraf, 1993,
p. 184).
Additionally, the idea of imperfect mobility relates back to the second cornerstone
with the thought that resources which are imperfect mobile are more difficult to
imitate than those which are readily available (Peteraf, 1993).
The last cornerstone of the competitive advantage model is there must be
ex-ante limits to competition. The firm acquiring the resource must have prior
knowledge about the value of the resource. If the value of the resource is wellknown by all firms in the market, competition will be high for the acquisition of the
resource, and all excess profits will be competed away in the fight to acquire it
(Peteraf, 1993).
Amit and Schoemaker (1993) built on the resource based view (RBV) of a
firm with their theories that Strategic Industry Factors (SIF) and Strategic Assets
(SA) are the basis for a sustained competitive advantage. The authors combined
these theories with RBV and the industry analysis framework (Amit &
Schoemaker, 1993). Strategic Industry Factors are defined as “industry resources
and capabilities which are subject to market failures, have become the prime
determinants of economic rents” (Amit & Schoemaker, 1993, p. 36). Strategic
Assets are defined as “the set of difficult to trade and imitate, scare, appropriable
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and specialized resources and capabilities that bestow the firm’s competitive
advantage” (Amit & Schoemaker, 1993, p. 36). These characteristics that determine
whether strategic assets will achieve a competitive advantage are shown in Figure 1
below:

Figure 1: Desired Characteristics of the Firm's Resources and Capabilities

Utilizing the resource-based view of the firm, Castanias and Helfat (2001)
argued that executives of a firm are one of the firm’s valuable resources and
potentially have value to be a source of advantage for the firm. Finkelstein,
Hambrick, and Cannella Jr. (2009) agreed with Castanias and Helfat’s (2001)
observation that there are commonalities between the logistics of RBV and upper
echelon theory; however, the authors also pointed out two major differences
between RBV and upper echelon theory. The first difference between the two
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theories is that upper echelon theory focuses on the “psychological processes by
which executive characteristics are converted into behaviors and organizational
outcomes” (p.85), while Barney’s (1986) resource-based view focused solely on
the utilization of resources to obtain a competitive advantage (Finkelstein et al.,
2009). Lastly, Barney’s (1986) resource-based view only focuses on the benefit a
resource can provide to a firm, whereas the upper echelon theory accounts for all
effects a resource may have on the firm – both positive and negative (Finkelstein et
al., 2009).
Theoretical Framework
The following section introduces the theoretical framework of upper
echelon theory, which informed the study. The subsequent section will review the
history of the framework, the characteristics of the framework, and identify the gap
in the literature.
Upper Echelon Theory. As emphasized by Hambrick and Mason (1984),
the premise of upper echelon theory is that organizational outcomes are a reflection
of the values and intellectual bases of top managers within the organization.
According to the upper echelon theory, each member of a firm’s top management
team brings his/her own values and cognitive base to the decision-making process
(Hambrick & Mason, 1984). The executive’s cognitive base is a reflection of
his/her “knowledge or assumptions about future events, knowledge of alternatives,
knowledge of consequences attached to alternatives” (Hambrick & Mason, 1984, p.
195), and principles that guide the ranking of the alternatives (March & Simon,
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1958, 1993). The knowledge which feeds the cognitive base is derived from the
person’s formal educational background and previous career subject matter
expertise (Hambrick & Mason, 1984). These “givens” impact the executive’s
perception of a situation and provide a basis for the decisions he/she makes about it
(Hambrick & Mason, 1984). “Upper echelons theory is, ultimately, an information
processing theory, offering a way to systematically explain how executives act
under conditions of bounded rationality” (Hambrick, 2005, p. 112). Through an
executive’s “construed reality,” he/she synthesizes information being presented,
interprets that information, comprehends a select amount of information, weigh the
implications of the situation, and make a determination on his/her suggested path
forward – see Figure 2 below (Finkelstein & Hambrick, 1996; Hambrick, 2005).

Figure 2: The Executive's Construed Reality
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“The heart of the theory is the portrayal of upper echelon characteristics as
determinants of strategic choices” (Hambrick & Mason, 1984, p. 197). The two
interconnected parts of the upper echelon theory are that top managers will act
based on their interpretation of the current strategic situation he/she faces, grounded
in his/her previous experiences, personal values, and personality (Hambrick, 2007;
March & Simon, 1958, 1993).
Finkelstein, Hambrick, and Cannella (2009) explored many effects an
executive’s background and experiences have on his/her decision-making processes
as a firm leader. As it relates to organizational strategy, the length of an executive’s
tenure with a firm is inversely related to the amount and intensity of organizational
changes he/she implements (Finkelstein & Hambrick, 1996; Finkelstein et al.,
2009; Hambrick & Fukutomi, 1991). The majority of organizational change actions
are undertaken in the first two and a half years an executive is in the position
(Gabarro, 1986). Additionally, the longer an executive was with a firm, the more
strategic change actions were absent, and the executive was more strategically
aligned with the tendencies of the industry in which their firm operated (Finkelstein
& Hambrick, 1990, 1996; Hambrick, 2005). In support of Finkelstein and
Hambrick’s (1990) work, Wiersema and Bantel (1992) found that new executives,
particularly brought in from outside the firm, were more likely to have a more
ambitious view of diversification opportunities, while longer-tenured executives
were more likely to keep the company’s current configuration.
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In opposition to Finkelstein and Hambrick’s (1990) and Hambrick &
Fukutomi’s (1991) work, Bergh (2001) found the tenure of an executive of a firm
was instrumental in the success of firms, especially in the acquisition realm. The
size of the company was also found to affect the decisions based on an executive’s
tenure; specifically, the strategic choices of an executive in a small company were
more likely to reflect the tenure of the top executives as compared to larger, more
strict companies (Hambrick, 2005). The interaction between firm performance and
the length of an executive’s tenure resulted in an inverted U relationship
(Finkelstein et al., 2009). As a new Chief Executive Officer of a firm takes over,
he/she is open to gaining knowledge about the position and the needs of the firm;
however, between seven and ten years in the position (Hambrick & Fukutomi,
1991; Miller & Shamsie, 2001), the executive becomes comfortable in the position.
This comfort level leads to a slowdown in learning and an increase in risk-aversion,
which causes a downturn in the firm’s performance.
Both functional experiences of executives and his/her formal education
level have been linked to the executive’s perception of situations they experience
(Finkelstein et al., 2009). Dearborn and Simon (1958) found that functional
experience is the driver behind why and how executives interpret specific
situations; however, when Walsh (1988) replicated their study, he was unable to
imitate the results. Finkelstein, Hambrick, and Cannella Jr (2009) offered the
culture of the business environment had changed greatly between the two studies
and that the average amount of formal education was noticeably different between

42

the two eras. Walsh’s (1988) dissimilar results did reveal the impact of formal
education as a reduction of the effects of an executive’s functional experience; the
more formal education background someone has, the less his/her functional
experience drives the interpretation of business situations. As an executive becomes
inundated with complex, ambiguous information and pressured by short timelines
and competing deadlines (i.e., the demands of a senior leadership position), he/she
will revert to their functional background to interpret the situation (Hambrick et al.,
2005; Walsh, 1988). Ford and Baucus (1987) contended the longer that the tenure
of an executive in the functional realm, the more that background influences the
interpretation of strategic information he/she is presented with.
According to March and Simon (1958, 1993), Cyert and March (1963),
Mischel (1977), and Hambrick (2007), the approach to upper echelon theory was
derived from the principle of “bounded rationality.” The structure of an
organization is only adapted “ceteris paribus”- holding everything else stable and
allowing for elements of the situation which are “bounded” to not influence the
potential change in the adapting “strategic factors” (March & Simon, 1958, 1993).
Explained another way, bounded rationality (as applied to the tenets of the upper
echelon theory) is the assertion that in the strategic decision-making process of the
firm, the parts of the situation which deal with “givens” of the Top Management
Team (TMT) will always be held constant (March & Simon, 1958, 1993).
The principle of bounded rationality is the executive’s limitation on the
ability to assess a situation, “bounded” by the person’s previous experience, formal
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education background, and his/her values (Finkelstein et al., 2009; Williamson,
2005). Upper echelon theory involves the acceptance that the strategic choices and
executive makes is bounded by the limitations of the executives’ “givens” and is
“good enough” (Finkelstein et al., 2009; Williamson, 2005). Complex decisions are
made based on the executive’s knowledge, beliefs, perceptions of the situation, and
personal desires (Finkelstein & Hambrick, 1996). Decisions made by executives
are ambiguous, not solely based on the situation presented; decision-makers insert
their objective interpretation of the facts given and make decisions based on
personal interpretations (Finkelstein & Hambrick, 1996; Mischel, 1977). The idea
of bounded rationality is based on the premise that top executives are exposed to
more information than they can absorb, so they arrive at their own view of the
strategic situation or “constructed reality” (Sutton, 1987) by interpreting all
available information (Finkelstein & Hambrick, 1996).
Figure 3 depicts the original upper echelons perspective:

Figure 3: Upper Echelons Perspective of Organizations

Since the publication of Hambrick and Mason’s (1984) article, there have
been many studies that utilized and expanded the original construct of upper
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echelon theory. There has been an expansion of variables, characteristics,
moderators, and processes that have enhanced the theory (Abatecola & Cristofaro,
2018; Carpenter, Geletkancz, & Sanders, 2004; Hambrick, 2005). Sociocognitive
benefits (and the potential for conflict) due to team heterogeneity were found to
have mixed results (Carpenter, 2002; Ferrier, 2001; Williams, O’Reilly, & O’Reilly
III, 1998), while social positions were found to be important for strategic alliance
formation through the existence of large, diverse management teams (Eisenhardt &
Schoonhoven, 1996).
Many studies found interactions between executive experiences and firm
growth and/or performance (Carpenter, Sanders, & Gregersen, 2001; Collins &
Clark, 2003; Geletkanycz & Hambrick, 1997; Kor, 2003). The heterogeneity of a
firm’s top management team was found to be a moderating factor in the
relationship between the level of complexity of a firm’s strategy and its
performance (Ferrier & Lyon, 2004). Broadening the scope to the entire top
management team, multiple studies found a strong relationship between shorttenured, heterogeneous, top management teams and firm performance (Carpenter,
2002). Bigley and Wiersema (2002) purported the effect of executive power had
been neglected in the original upper echelon theory. Their study found that in
newly appointed executives, power and cognitive orientation are factors that work
together to determine whether he/she will undertake a strategic change.
Since the publication of the original theory, Hambrick (2005) proposed two
major alterations of the theory to improve its predictive power: (1) the integration
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of managerial discretion as a moderator to the model, and (2) the idea that the
combination of top management team characteristics will only affect the outcome
of an organization to the extent that the members act as a team, rather than
independently. Upper echelon theory has also been utilized in economic studies
(Bertrand & Schoar, 2003), psychology studies (Peterson, Smith, Martorana, &
Owens, 2003), and international business studies (Athanassiou & Nigh, 1999;
Herrmann & Datta, 2002).
Figure 4 depicts the updated upper echelons perspective, based on a
reconceptualization of moderations, mediators, strategic choices, and firm
performance (Carpenter et al., 2004; Oppong, 2014).

Figure 4: Stylized Model of the Upper Echelons Perspective of Organizations

From a scholar’s standpoint, the upper echelon theory of organization
provides the power to predict organizational outcomes after analyzing the current
management situation (Hambrick & Mason, 1984). Hiring officials and human
resource professionals find a benefit of the theory through the analysis of a
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candidate’s experience and education as it compares to the strategic emphasis of the
organization at the current time (Hambrick & Mason, 1984). From a strategist
standpoint, the upper echelon approach helps to predict the decisions and
movements of competitors based on an analysis of the competition’s top
management team (Hambrick & Mason, 1984). Abatecola and Cristofaro (2018)
offered that while there have been many enhancements of the upper echelon theory
since Hambrick and Mason’s (1984) initial article, there are still many areas for
future research on the topic; particularly a more direct approach to investigating
moderators.
Other Relevant Frameworks
This section discusses other relevant frameworks which were notselected as the
foundation for this study.
Human Capital Theory. Human capital refers to “the skills and knowledge
possessed by an individual, group, or population that can be put to productive use”
(Teodoro & Switzer, 2016, p. 565) and drive economic benefits to society as a
whole (Sweetland, 1996). Human capital theory is based on the idea that
investments in people will translate to better performance by a firm (Teodoro &
Switzer, 2016). Nelson and Phelps’s (1966) seminal work was on the effects of
human capital on technological development. The basis of human capital theory is
that the worker with a higher level of education will have a better understanding of
situations, is able to evaluate the situation at hand, and make better decisions
(Nelson & Phelps, 1966). An increased level of education provides advantages in
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both upper and lower ranks of management (Nelson & Phelps, 1966). At lower
levels of management, the increased education helps spur innovation; for top
management, educational background helps executives make final decisions
(Nelson & Phelps, 1966). Also presented in the authors’ seminal paper was the
direct relationship between the investment in human capital and the economic
growth of the firm; as the investment in human capital increases, so does the
economic growth rate of the firm (Nelson & Phelps, 1966).
All types of education provide some sort of benefit; however, not all
education is equal (Sweetland, 1996). Formalized primary, secondary, and
graduate-level education has been linked to economic improvement (Hanushek &
WöBmann, 2010). In addition to formal education, informal education at home and
work also contributes to the economic growth of nations (Schultz, 1981). Mincer
(1974) added another layer to the education-economic return paradigm: on-the-job
training. While researching the effect of education on earnings over someone’s
lifetime, he found those employees who worked a greater number of weeks through
the year and engaged in on-the-job training resulted in higher lifetime earnings
(Mincer, 1974). Generally, the benefits from education have been linked to
improvements in health and nutrition, population growth, and quality of life
(Sweetland, 1996). The economic health of the country has an effect on the public’s
perception of the benefits of education. When the economy is growing and doing
well, the public favors investments in education (Sweetland, 1996). As the
economy starts to decline, the public opinion of education also declines; when
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economic times are tough, the public does not believe the investment in education
is beneficial (Sweetland, 1996).
Access to human capital is a driving force in location decisions, especially
as technology continues to advance (Teodoro & Switzer, 2016). Having access to
highly skilled workers drives the productivity of a firm. Additionally, highly
educated employees “foster the diffusion of knowledge, leading to a more
productive workforce” (Teodoro & Switzer, 2016, p. 565). In industries that rely on
highly specialized knowledge, firms frequently utilize the same labor pool by
outsourcing complex tasks (Teodoro & Switzer, 2016). When the task complexity
which the firm is charged increases, the availability of human capital is imperative
to ensure increased firm performance (Teodoro & Switzer, 2016). Access to human
capital is one of the firm’s unique factors and is part of its competitive advantage;
the cost to acquire skilled labor directly affects the performance of the firm
(Teodoro & Switzer, 2016). When skilled labor resources are abundant, firms have
the ability to acquire the needed human capital at low cost; however, when skilled
resources are scarce, firms must compete to obtain the required labor mix,
potentially impacting the firm’s overall performance (Teodoro & Switzer, 2016).
While the Human Capital Theory could be applicable to a similar research
study, it did not fit this particular study. The current study focused on a qualitative
understanding of the role of a Chief Financial Officer. The utilization of this theory
would have driven a quantitative focus of the performance of a firm, based on the
CFO’s role in the strategic planning process.
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Synthesis
As found in the review of literature, the responsibilities of the Chief
Financial Officer (CFO) have grown from the firm’s lead accountant to a finance
executive who is responsible for managing performance, risk, and creating value
within the firm (Favaro, 2001). As the business landscape becomes increasingly
more complex, the Chief Financial Officer is being given progressively more
responsibilities (Dalton, 1999). Berry (2015) said, “rising from bean counter to
strategic partner, the senior finance executive will increasingly influence business
decisions and have an equal – if not more influential – seat with the CEO” (p.12).
While literature discusses the importance of the Chief Financial Officer, there was
no literature on the CFO’s role in the strategic planning process.
As stated by Hambrick, “leadership of a complex organization is a shared
activity, and the collective cognitions, capabilities, and interactions of the entire
Top Management Team (TMT) enter into strategic behaviors” (2007, p. 334).
Further, Hambrick posited the importance of the collaboration of TMT members;
the collective engagement of executives, with the use of their characteristics in
combination, leads to comprehensive decisions on company strategy.
Throughout the analysis of literature on upper echelon theory, all literature
focused on Chief Executive Officers (CEO), or an overall view of a firm’s top
management team, with a focus on the CEO. There was no literature on upper
echelon theory as a basis for the inclusion of specific functions, such as the Chief
Financial Officer (CFO), in the strategic planning and decision-making process of
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the firm based on the importance of his/her “givens.” Hambrick (2007) offered the
following statement regarding future research: “There needs to be much more
attention paid to the “structure” of TMTs, to complement – and improve – our
understanding of TMT composition and processes” (p.337). This gap in the
literature provided an avenue for the research of this study to focus on the role of
Chief Financial Officers as a key player of a firm’s TMT and the position’s impact
on the strategic planning and decision-making process.
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Chapter 3:
Methodology
Overview
The purpose of this study was to understand the role of the Chief Financial
Officer (CFO) in the strategic planning process of defense firms in the Washington,
D.C. region. Analyzing the circumstance through case study analysis helped to
better understand the CFO’s role and his/her interaction with the Chief Executive
Officer (CEO) and Chief Financial Officer (COO) in the strategic planning process.
This chapter will further detail the research methodology and processes which were
used to conduct the study. The chapter will conclude by addressing ethical
considerations and researcher positionality.
Worldview
The philosophical worldview adopted for this study was the social
constructivism paradigm. “In social constructivism, individuals seek understanding
of the world in which they live and work. They develop subjective meanings of
their experiences” (Creswell & Poth, 2018, p. 24). The social constructivism
approach focuses on understanding specific life interactions (Creswell & Poth,
2018). Being rooted in the individual experience (Creswell & Poth, 2018), the
social constructivism paradigm fit well with Hambrick and Mason’s (1984) upper
echelon theory and the interaction between an executive’s “givens” with how
he/she makes decisions. Utilizing interviews to understand the interaction between
Chief Financial Officers and other executives within the firm in the strategic
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planning process helped the researcher generate a pattern of meaning, a central
tenant of social constructivism (Creswell & Poth, 2018). As is common with the
social constructivism paradigm, the interview questions for the study were openended to allow the researcher to formulate the meaning of the situation (Creswell &
Poth, 2018). The open-ended questions allowed the researcher to have detailed
insight into the interaction between the executives (Creswell & Poth, 2018).
Organization of the Remainder of this Chapter
The design of the study is described in several main sections that comprise
this chapter. The first section of the chapter presents the research questions; the
second section provides an overview of the research design, an overview of case
study research and the rationale for selecting the case study method over other
qualitative approaches. The third section of the chapter provides the rationale for
selecting the participants for the study. The fourth section delineates the methods
used for data collection, followed by the fifth section explaining how the data was
analyzed.
Research Questions
The research questions for this study were created to help the researcher
understand the role of the Chief Financial Officer (CFO) in the strategic planning
process of a firm. To understand this process, four research questions were
developed:
RQ1: What is the role of the CFO in a defense contracting firm?
RQ1a: What are the role differences and similarities between CFOs in
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defense contracting firms and non-defense firms?
RQ2: What contributions do CFOs have on the strategic plan of the firm?
RQ2a: How do those contributions affect the decision-making of the firm?
Research Design and Approach
Qualitative Research seeks to understand the world through interpretive
practices which make the world discernable (Creswell & Poth, 2018; Denzin &
Lincoln, 2018).
“Qualitative research is research that is intended to help you better
understand (1) the meanings and perspectives of the people you study –
seeing the world from their point of view, rather than simply from your
own; (2) how these perspectives are shaped by, and shape, their physical,
social, and cultural contexts; and (3) the specific processes that are involved
in maintaining or altering these phenomena or relationships” (Maxwell,
2013, p. viii).
In qualitative research, there are numerous approaches to conduct a study;
however, there are five which are most frequently used in business: ethnography,
grounded theory, phenomenology, case study, and narrative (Creswell & Poth,
2018). Ethnographic research studies shared patterns of individuals in a cultural
group and their interactions; ethnography relies on interviews and observations
where the researcher is immersed in the lives of the participants (Creswell & Poth,
2018). The grounded theory approach generates a new theory based on data
saturation of the process or action being explained (Creswell & Poth, 2018).

54

Phenomenological studies are conducted with the intent of understanding the
“what” and “how” of the experience being researched (Creswell & Poth, 2018). To
understand the common phenomenon being experienced, researchers collect data
through interviews, observations, and documents (Creswell & Poth, 2018). The
intent of case study research is to develop an in-depth understanding of an issue in
a real-life setting (Creswell & Poth, 2018). Data collection within the case study
approach utilizes observations, interviews, documents, and/or reports (Creswell &
Poth, 2018). Narrative research analyzes stories told by participants about their
lived experiences (Creswell & Poth, 2018).
Creswell and Poth (2018) defined a case as an individual, a process, or an
event with defined parameters as boundaries. The basis of case study research is to
understand “how” and/or “why” a set of events happen in a situation which the
researcher does not have control over (Yin, 2018). In case study research, a “case”
is studied in-depth, and within its current, real-world context, within a defined
boundary (Creswell & Poth, 2018). The parameters of the case bound a specific
setting which can be studied over time (Creswell & Poth, 2018). The distinguishing
features of case study research include a distinctive situation, benefiting from
previous theoretical frameworks to guide the research, and relying on multiple
sources of information which triangulate and converge on a result (Creswell &
Poth, 2018). The research question of this study was in the format of understanding
“how” a set of events happen, in a situation that the researcher does not have
control over, a justification behind choosing the case study approach (Yin, 2018).
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Stake (1995) explains there are two principal uses of the case study approach: to
obtain the description of a situation and to obtain the interpretations of others.
The first step in case study research is the identification of a single, or
multiple, case(s) which will be studied (Creswell & Poth, 2018). A single case
study is focused on a single individual, process, or event, which was chosen
because the specific case was critical, common, unusual, revelatory, or longitudinal
(Yin, 2018). The rationale for choosing a multiple-case study approach is to select
cases that the researcher believes will be replications of one another (Yin, 2018).
This study involved multiple participants who hold finance executive positions,
each individual translating to his/her own case. Both single and multiple cases can
be either holistic or embedded studies (Yin, 2018). A holistic study is one which
examines the “global nature of an organization or of a program” (Yin, 2018, p. 52).
The holistic study design is appropriate when the theoretical framework
underpinning the study is general versus specific (Yin, 2018). The embedded unit is
one that is lesser than the main case, but data is still collected on it to provide a
complete picture of the phenomenon (Yin, 2018). An embedded study involves
multiple levels of analysis to provide a deeper understanding of a case (Yin, 2018).
The study utilized the embedded unit of analysis. The main body of the study
focused on the perspective from the Chief Financial Officer of the firm; however,
the study also utilized the Chief Executive Officer’s perspective as the embedded
case.
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The second step in case study research is to determine the type of case study
design which will be used: exploratory, descriptive, or explanatory (Creswell &
Poth, 2018). Exploratory research is utilized when the purpose of the study is to
discover research questions or procedures for a follow on study (Yin, 2018).
Descriptive research presents a depiction of a case in its everyday context (Yin,
2018). The purpose of an explanatory case study is to “explain how or why some
condition came to be” (Yin, 2018, p. 287). This study utilized the multipleexplanatory case study approach. The case studied was the role of a firm’s Chief
Financial Officer (CFO). In this study, the explanation which was sought was the
CFO’s role is in strategic planning processes. The quintain of a case study is the
condition which will be studied (Stake, 2006); in this study, the element studied
was the role of Chief Financial Officers in a firm’s strategy. A graphical depiction
of the case study, which was adapted from Stake’s “Worksheet 1. Graphic Design
of a Case Study,” (2006, p. 5) is shown in Appendix F.
Population and Sample
Stake (2006) indicates a “case” is a noun, potentially an individual, with the
study being an understanding of the replication between them. The cases were from
two separate groups, with each person in a group being a case. To obtain a
comprehensive view of the quintain, the researcher interviewed the Chief Financial
Officer and Chief Executive Officer at each firm. The target population for the
study was Defense Contracting firms in the Washington, D.C. region, with Chief
Financial Officers who have been in the position for at least two years. The case
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study was structured as a comparative study. A comparative study provides
alternate descriptions of the same quintain, resulting in a better understanding of
the phenomena (Stake, 2006; Yin, 2018). To gain a specific understanding of the
role the Chief Financial Officer plays in the strategic planning process of Defense
Contracting firms, the study compared the CFOs of Defense Contractors in the
Washington, D.C. region to the CFOs of manufacturing firms in the United States.
Selection of Participants
Purposeful sampling is defined as an intentional sample that the researcher
believes will best “purposefully inform an understanding of the research problem
[…] in the study” (Creswell & Poth, 2018, p. 158). Convenience sampling is that
which the researcher has access to and can easily collect data (Creswell & Poth,
2018). For a firm to qualify for inclusion in the study, the Chief Financial Officer
(CFO) (or Head of Finance if the firm does not have the position of CFO) must
have been in the position for at least two years. If the CFO had been in his/her
position for less than two years, it may have been difficult to fully understand the
impact on planning and decision-making within the firm due to the short amount of
experience with the firm. The participants for the study were selected based on
purposeful convenience.
For less than four cases or more than fifteen cases, the benefits of the case
study approach can be limited (Stake, 2006). A study consisting of less than four
cases will not show interactivity between the situations; however, in a study with
more than fifteen cases, the benefits of the case study approach can be limited, and
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interactions can be challenging to understand (Stake, 2006). Stake (2006) offered
that one of the most important tasks in the multiple case study approach is to show
how the phenomenon appears in different contexts. The researcher proposed to
interview the Chief Financial Officer (CFO) and the Chief Executive Officer
(CEO) of ten different defense firms in the Washington, D.C. region, but ultimately
ended up only being able to interview executives from four. There were initially
five firms which had shown preliminary interest in the study prior to receiving
approval to proceed; however, by the time the study was conducted, two CFOs had
moved on from their original companies. One company which had expressed
interest was utilized in the pilot study, so only two defense firms that had initially
expressed interest in participating were actually explored for the study. The
researcher contacted a total of forty-two defense firms and was only able to secure
two additional firms’ participation.
The study was conducted across four defense contracting sites. Site #1 was
a defense contracting firm located in Maryland. This site employed less than 500
people with two participants from the site included in the study – the Chief
Financial Officer (CFO) and the Chief Executive Officer (CEO). Site #2 was a
defense contracting firm located in Washington, D.C with less than 500 employees.
The participants from this site which were included in the study were the CFO and
CEO. Site #3 was a defense contracting firm located in Maryland. This site
employed between 500 and 1000 employees. The President and CFO were
interviewed as participants for this study. Site #4 was a defense contracting firm
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located in Maryland. This site employed more than 1000 people; the two
participants included in the study from this site were the President and CFO.
Sixty-three manufacturing firms across the United States were contacted by
the researcher in an attempt to meet the ten manufacturing firm participants
proposed for the study; unfortunately, almost all declined to participate. The
comments the researcher received from the executives of the manufacturing firms
were rather surprising, whether received via verbal or written responses. Almost all
manufacturing firms contacted thought it was a waste of time for the executives to
participate, and all referenced the ongoing COVID-19 pandemic as an exasperating
reason. In particular, three negative written responses stood out:
(1) Thank you for reaching out to us. As I am sure you can imagine, our
executive management team is always incredibly busy. During the current
pandemic, our senior staff, and particularly our CEO and CFO are even
busier than usual. We do not typically take meetings such as this, and
during this time we are unable to even consider it.
(2) I’m willing to give you 30 minutes but I don’t think is the best use of
time for our CEO during this crisis. If you need both the CFO and CEO,
then we’re probably not a good match for your study. If you need just the
CFO, I can make an accommodation.
(3) “We are currently closed due to Covid-19 and once we get back to the
office, I am not sure that we will be able to focus time on this. Also, this
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company is just beginning to sell product, so might not be the best fit for
what you want to accomplish. We wish you the best for this project.”
Ultimately, the researcher was only able to explore one manufacturing firm from
the United States for this study. The manufacturing site was located in Alabama
and employed less than 500 people. There were two participants from the
manufacturing site which were included in the study, the President and Business
Controller.
There were a total of ten participants interviewed and included in the study;
two from each of the five sites. Table 1 below summarizes the sites and participants
included in the study

Table 1: Study participants - a summary of the sites and participants included in the study

The researcher had been given approval from legal counsel to conduct research
with defense firms in the Washington, D.C. region, and no research was conducted
prior to receiving approval from the Institutional Review Board (IRB) at Florida
Institute of Technology.
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Instrumentation
The instruments used for data collection during the study were two
questionnaires; the first set of questions related directly to the subject being studied
(Appendix C). The second set of questions captured demographic questions about
the participant and his/her firm (Appendix D).
Procedures
All research questions in the proposed study were answered through the use
of structured interviews. Research Questions 1 and 1a: “What is the role of the
CFO in a defense contracting firm?” and “What are the role differences and
similarities between CFOs in defense contracting firms and non-defense firms?”
were answered through the use of open-ended questions about the responsibilities
of each CFO in his/her respective firm and industry. The interview with the Chief
Executive Officer addressed his/her perception of the CFO’s responsibilities.
Research Questions 2 and 2a: “What contributions do CFOs have on the strategic
plan of the firm? and “How do those contributions affect the decision-making of
the firm?” were answered through open-ended questions about the involvement of
the CFO from his/her perspective and the CEO’s perspective of the CFO’s
involvement. These open-ended questions also explored the interaction between the
CFO, the CEO, and the other top management team members during the strategic
planning process. Through the use of additional open-ended questions, both
interviews sought to understand how the firm executes the strategic plan and how
the executives are utilized in the process of making strategic decisions.
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Data Collection
Data was collected for this study through fully structured interviews. After
agreeing to participate in the study, a phone or Zoom meeting was scheduled with
the interviewee. Prior to, or on the day of the interview, before any data collection
began, each participant was required to sign an informed consent form (Appendix
A). After ensuring an informed consent form had been received, the researcher
introduced herself and explained the background of the study (Appendix E). The
researcher conducted each interview exactly the same, based on pre-determined
questions, to ensure continuity within the study. After the introduction and before
the interviews began, each participant specifically provided his/her concurrence for
the meeting to be recorded to allow for transcription. There was an area for the
participant to initial at the bottom of the informed consent form (Appendix A). The
researcher also obtained verbal confirmation of consent to record. After receiving
concurrence to record the interview, the researcher began the interview, starting
with the open-ended questions (Appendix C). After the open-ended questions had
been answered, the researcher then moved on to the demographic questions
(Appendix D). After the interviews had been completed, the researcher saved the
original file and made a duplicate copy of the interview to send electronically to a
transcription service; a Non-Disclosure Agreement (NDA) was signed and
submitted by the transcriber prior to any interviews being sent. Once the
transcribed file was received by the researcher, the script was provided to each
participant for their review. The researcher requested the interviewee provide
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concurrence on the content or provide any changes based on inaccurate
transcriptions or inadvertent misstatements. All study data is being kept in a locked
safe.
Data Analysis
The analysis of data in case study research consists of developing a detailed
description of each case, then analyzing the information to determine common
patterns and themes (Creswell & Poth, 2018). The data analysis for the study was
be based on Stake’s (2006) cross-case analysis. The cross-case analysis provides an
aggregate view of the theme(s), issue(s), phenomenon(s), or relationship(s), which
tie the multiple cases together (Stake, 2006).
For the cross-case analysis approach Stake (2006) offered three “tracks” to
follow, based on the detail desired in the analysis phase. Track I uses the most
sources of data for generating assertions, maintains the purest view of the case in its
specific environment, and provides the deepest analysis of the case findings (Stake,
2006). Track II is similar to Track I; however, Track II consolidates findings and
loses the specific detail of situationality (Stake, 2006). Track III is the best track for
quantitative case studies; Track III “shifts the focus from Findings to Factors”
(Stake, 2006, p. 46). Due to this study’s aim to generalize findings across Defense
Contractors, without the specificity of situationality, the researcher is utilized
Stake’s (2006) Track II.
The first step in cross-case analysis is to read each case, with a copy of the
research questions on hand for quick reference (Stake, 2006). The research
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questions which were referenced are shown in Appendix G, adapted from Stake’s
“Worksheet 2. The Themes (Research Questions) of the Multicase Study” (2006, p.
43). As the researcher was reading each interview transcription, she took notes and
highlighted specific areas of the text which appeared to be valuable (Stake, 2006).
Saldaña (2016) describes this process as “coding.”
Saldaña (2016) defined a code as a word or phrase which provides an
attribute for a portion of the data. After the preliminary review, the data was then
initially coded based on patterns that emerged in the data and recoded. The actual
number of codes generated were based on the data collected (Saldaña, 2016). As a
generic approach to planning the data analysis of the study, Saldaña (2016) offered
that multiple coding options are aligned to research questions which answer “how”
and aim to understand participants’ process and perceptions through the
phenomenon; consistent with the research questions of this study, the descriptive
and pattern methods will be used. The descriptive coding method was utilized to
analyze the field notes and memos that were taken during the interviews, while the
process coding was utilized for the analysis of the interview transcripts. For novice
researchers, eclectic coding is recommended for the transition between first cycle
coding and second cycle coding (Saldaña, 2016); the analysis of this study utilized
this approach. After the initial case review, the researcher took the notes and
markings from the text and translated them into a summarized format, as shown in
Appendix H, adapted from Stake’s “Worksheet 3. Analyst’s Notes While Reading a
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Case Report” (2006, p. 45). There was a separate “Worksheet 3” utilized for each
case.
The second cycle of coding helps the researcher develop a categorization of
the data (Saldaña, 2016). The second stage coding method analyzed the first stage
coding and grouped the data into similar categories (Saldaña, 2016). Once the
initial case review had been completed and the notes had been recorded, the
researcher then re-reviewed the case and notes to determine how useful each was in
supporting existing themes or developing additional themes (Stake, 2006). The
researcher utilized her determination of the utility of the case for theme
development and ranked each one in Stake’s “Worksheet 4. Ratings of Expected
Utility of Each Case for Each Theme” (Stake, 2006, p. 49), as depicted in
Appendix I. Each case was compared to the themes and ranked according to the
researcher’s perception of the utilitiy of that case to the explanation of the themes.
The cases were ranked “H” for high utility, “M” for middling utility, and “L” for
low utility. High utility referred to a case which provided strong, detailed
information to support the theme, middling utility referred to a case which provided
some detail to support the theme, and low utility referred to a case which provided
little to no support for the theme.
The research questions of this study emphasized merged findings, which
guided the researcher down Stake’s Track II (Stake, 2006). The researcher utilized
an adapted version of Stake’s “Worksheet 5B. A Matrix for Generating ThemeBased Assertions from Merged Findings Rated Important” (2006, p. 59), as shown

66

in Appendix J, to categorize assertions based on evidence from “Worksheet 3” for
each case. Stake (2006) proposed the number of assertions, per case, should be less
than ten. After the notes from “Worksheet 3” were translated into assertions in
“Worksheet 5B,” the researcher utilized “Worksheet 6. Multicase Assertions for the
Final Report” (Stake, 2006, p. 73) (Appendix K) to begin structuring the tentative
assertions for the final case report. Once the researcher had a list of tentative
assertions, she reviewed the list to ensure there were no duplicates or overlaps; if
any were identified, the researcher modified the assertions in question. As the
researcher was preparing the final case report, she utilized “Worksheet 7. Planning
the Multicase Final Report” (Stake, 2006, p. 80) (Appendix L) to graphically step
through the order of findings and organize the assertions related to the study’s
research questions.
The last step in presenting the data structured in the worksheets is to
document the findings in the final case report (Stake, 2006). To understand the role
of the Chief Financial Officer of Defense Contracting firms, the final case report
compared the findings of Defense Contractors to the findings of the manufacturing
firm.
Ethical Considerations
An Institutional Review Board (IRB) application was be completed for this
study. The study inherently carried a low level of risk to participants and the
researcher does not anticipate any harm or discomfort will be experienced by any
participant. The researcher was an employee of the United States Department of
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Defense (DoD) and interviewed Chief Financial Officers (CFO) of firms who
conducted business with the DoD. Due to possible conflict of interest issues, the
researcher obtained approval from the Defense Command’s Legal Director before
proceeding with the study.
Researcher Positionality
When beginning the study, I was in a senior finance position within the
Department of Defense, spending more than a decade working in the same field.
During the study, I transitioned to a senior finance executive position in a
manufacturing company. Throughout my career, working within the federal
government, state government, and industry, I found that finance professionals
seem to be left out of strategic discussions until the planning and decision-making
process has concluded. The finance team seems to be included only at the end of
projects when other executives are trying to execute already agreed upon strategies.
When the strategies are being executed, there are always issues raised by the
finance executives who were not involved in the planning and decision-making
processes, issues that would have been avoided had the financial team been
involved from the beginning. The finance executives are the subject matter experts
in their field, and the exclusion of them from the “table” induces risk and
eliminates pertinent knowledge applicable to the planning and decision-making
process. The exclusion from the strategic planning process has frustrated me my
entire career, which drove me to research this particular topic.
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Validity and Trustworthiness
Validity in qualitative research pertains to the trustworthiness of research
that has been conducted (Angen, 2000). Triangulation is the use of multiple sources
of information to present different views of the phenomenon being studied (Van de
Ven, 2007). Relating triangulation to validity, Mathison (1988) offered that
different sources of information provide different dimensions of knowing the
phenomenon. By interviewing multiple executives at each defense firm about the
same interaction, the results of the study will be valid. Additionally, the researcher
conducted a pilot study of the questions with executives in similar positions to
determine the appropriateness of each interview question and the link to the
research questions; this information was not included in the study data. Internal
validity relating to the descriptive case study approach only pertains to the problem
of making inferences about the results from the data (Yin, 2018). To minimize the
risk to internal validity, the researcher utilized the pattern matching approach to
determine literal replication.
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Chapter 4:
Findings
Overview
The findings from this research provided an in-depth understanding of the
role a Chief Financial Officer (CFO) plays in an organization’s strategic planning
process, both from his/her perspective and from the perspective of the Chief
Executive Officer (CEO) of the organization. Each CFO participant reflected on
his/her background, contributions to the organization, and, if there were any
additional areas, they wished to contribute. The CEO participants explained his/her
view of the importance of the CFO role and his/her contribution to the
organization. Each participant’s explanation of his/her experience helped to
understand the phenomena behind the research questions:
RQ1: What is the role of the CFO in a defense contracting firm?
RQ1a: What are the role differences and similarities between CFOs in
defense contracting firms and non-defense firms?
RQ2: What contributions do CFOs have on the strategic plan of the firm?
RQ2a: How do those contributions affect the decision-making of the firm?
Organization of the Remainder of this Chapter
The remainder of the chapter will be divided into four sections to help
thoroughly understand the findings of the research. The chapter will commence
with an overview of the companies and an in-depth look at the participants of the
study, followed by an explanation of the data via a comparing and contrasting
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approach between the defense industry and the manufacturing industry. The chapter
will conclude with a synthesis and summary of the findings related to the research
questions and the contribution to applied practice.
Company Profiles
D1. D1 is a woman-owned company operating under NAICS code 541330,
Exception A (Engineering Services, Military and Aerospace Equipment and
Military Weapons) and is considered a small business based on annual revenues as
specified in the U.S. Small Business Administration (SBA) Table of Small
Business Size Standards (U.S. Small Business Administration, 2019). D1 has been
in operation for 39 years.
The members of the top management team of D1 are the Chief Executive
Officer (CEO), President, Chief Financial Officer (CFO), the Director of
Information Technology (IT), and the Director of Human Resources (HR). The
CEO and President of the company are the owners. D1 does not have a formal
strategic planning process. The planning for the company consists of a yearly
financial plan focused on contract revenue and rate settings. This process is driven
by the CEO and President. When strategic decisions need to be made, they are
raised to the CEO and President, who are the only authorized decision-making
authorities within the company.
D2. D2 operates under NAICS code 541330, Exception A (Engineering
Services, Military and Aerospace Equipment and Military Weapons) and is
considered a small business based on annual revenues as specified in the U.S.
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Small Business Administration (SBA) Table of Small Business Size Standards
(U.S. Small Business Administration, 2019). D2 has been in operation for 17 years.
The top management team of D2 consists of the Chief Executive Officer
(CEO), President, Executive Vice President of Programs, Vice President of
Finance, and Vice President of Contracts. D2 does not have a formal strategic
planning process; the planning process consists of a yearly meeting that reviews the
previous year's performance and sets the goal for that current year. The goals which
are set revolve around the yearly contract cost and revenue goals. Each area of
responsibility reviews the goals and provides actionable plans to meet them. The
only strategic decisions that the company deals with are whether or not to pursue
bidding on contracts that have been released for proposal. When these decisions
need to be made, the CEO determines whether or not they fit into the revenue goals
for the year.
D3. D3 is a family-owned share corporation and is registered with the
General Services Administration (GSA) as operating under NAICS code 541330,
Exception A (Engineering Services, Military and Aerospace Equipment and
Military Weapons); the company is considered a large business based on annual
revenues. Even though the company operates primarily in the Professional,
Scientific, and Technical Services sector, they also operate under multiple
manufacturing sectors (NAICS codes: 332999, 333318, 334118, 334290, 334511,
336411, 336412, and 336413). D3 has been in operation for 37 years.
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The participants of D3’s top management team are the Chief Executive
Officer (CEO), the President, the Vice President of Business Operations, the Vice
President of Business Development, the Vice President of Engineering Services,
the Vice President of Engineering and Manufacturing, the Vice President of
Simulation, and the Vice President of Products. The CEO is the founder of the
company and holds the title but does not have any input into the running or future
of the company. For this reason, the President, who does run the company, was
interviewed. The Chief Financial Officer (CFO) is not part of the top management
team of D3. There is a board of directors for the company, all of whom are family
members of the founder/owner, so any financial input comes directly from the
President. There are bi-yearly management reviews that discuss investment
opportunities, but there is no strategic planning process in D3. As a result of the
lack of a strategic plan for the company, when strategic decisions must be made,
the President makes them autonomously.
D4. D4 is registered with the General Services Administration (GSA) as
operating under NAICS code 541330, Exception A (Engineering Services, Military
and Aerospace Equipment and Military Weapons) and is considered a large
business based on annual revenues. Even though the company operates primarily in
the Professional, Scientific, and Technical Services sector, they also operate under
multiple manufacturing sectors (NAICS codes: 336411 and 336413). The
researcher made the decision to categorize D4 as a defense contracting firm rather
than a manufacturing firm because the primary NAICS codes the company
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operated under is for defense support. Additionally, the researcher wanted to keep
the manufacturing categorization pure and ensure there was a strict delineation
between defense firms and manufacturing firms. D4 has been in operation for 22
years.
The top management team of D4 consists of the Chief Executive Officer
(CEO), President/Chief Operating Officer (COO), Chief Financial Officer (CFO),
and the Executive Vice President of Business Development (EVP, BD). The annual
budget process is the only planning the company does; there is no strategic
planning process. The CFO explained,“our President tends to be kind of a seat-ofthe-pants kind of guy. He’s not big on long-term planning. We don’t have a threeyear plan or a five-year plan or anything like that […] perhaps not strategic as a
consequence.” With a lack of strategic planning, there are no guidelines for
strategic decision-making within D4. If a decision needs to be made, the
management team goes directly to the President for an answer.
M1. M1 is a manufacturing company that operates under NAICS code
333912 (Air and Gas Compressor Manufacturing) and is considered a large
business based on number of employees. M1 has been in operation for 101 years.
There are eight members of the top management team of M1: President,
Business Controller, Vice President Manufacturing/Plant Operations, Vice
President Purchasing, Vice President Engineering, Director of Safety, Human
Resources Manager, and Logistics Manager. M1 has a strategic planning meeting
annually in January, focusing on actionizing the development and production of
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products outlined in the company’s three-year plan. In addition to the yearly action
plan, the top management team also determines the vision and strategic path for the
company over the next three years. There is a monthly follow-up meeting to ensure
all areas of the company are staying on track with the strategic plan. Throughout
the year when strategic decisions need to be made, each top management team
member is encouraged to make their own decisions; the company runs in a very
decentralized fashion. If there is a decision that needs to be made which affects
more than one department, the decision is brought to the monthly management
meeting and decided upon as a group.
Participant Profiles
Darla (D1CFO). Darla is a female executive who has held the position of
Chief Financial Officer (CFO) at D1 for eleven years. Darla previously held the
position of CFO for twelve years at another company before accepting her current
position. Darla is the top financial executive in D1 and has worked exclusively in
the government contracting industry during her career. With more than two decades
in the role of CFO, it was surprising that she did not have any background in
accounting. Darla obtained two degrees during her educational tenure: a Bachelor
of Business Administration and a Master of Business Management. Due to the lack
of accounting education and experience, she was not eligible to take the Uniform
Certified Public Accountant (CPA) examination and does not hold a CPA license.
Darla’s duties as Chief Financial Officer (CFO) of D1 focus on managing
contract costs and rates. In the management of costs and rates, Darla budgets yearly
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what the projected contract revenue will be and monitors direct rates, indirect rates,
and allowable/unallowable costs. She is responsible for providing the owners with
an overview of the current status of rates and revenue of the company on a monthly
basis. Darla manages the employees of the accounting department, but without a
background in that area, she relies on her accountants to manage the functions of
the department. When the HR manager left, Darla was asked to manage that
department as well.
Due to a lack of strategic planning, the formal planning in D1 comes during
the yearly budgeting process. Darla’s contribution to that process comes in the form
of providing rate and revenue projections. Darla would like to contribute a
competitor analysis to the yearly budgeting process to help the company understand
the price targets they should aim for during contract proposals. When asked why
she did not currently contribute in this way, she was not able to provide a response.
Diane (D2CFO). Diane is a female executive who has held the position of
Vice President, Finance at D2 for eleven years; this was her first Vice President,
Finance/CFO position. Diane is the top financial executive in D2. Prior to joining
D2, Diane worked in the investment banking industry. Diane’s educational
background consists of a Bachelor of Science in Economics; however, she took
additional accounting classes to be eligible to take the Uniform Certified Public
Accountant (CPA) examination and earn a CPA license. It was important for Diane
to become a CPA because she wanted the top financial person in the company to
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hold the top financial credentials in the industry. She felt having that credential
shows a level of professionalism that she wanted to reflect in the company.
Diane’s responsibilities as Vice President, Finance consist of “managing all
financial aspects of the company, from treasury to controllership to financial
planning and analysis” (“Interview with D2CFO,” 2020). Diane’s specific duties
involve proposal/contract pricing, yearly revenue projections, yearly cost
projections, and a weekly review with the CEO on the financial status of the
contracts the company holds. Despite the fact that Diane is a licensed Certified
Public Accountant (CPA), all accounting functions (journal entries, reconciliations,
tax, contract costing, and yearly 401k audits) are outsourced to multiple accounting
firms.
The only planning done for D2 is a yearly goal for contract revenues and
costs. Diane’s contribution to this process is to take the cost and revenue
projections and provide procedural goals to meet those projections. Diane does
notfeel there are any additional contributions she could make to the strategic
planning process.
Danielle (D3CFO). Danielle is a female executive who has held the
position of Chief Financial Officer (CFO) for three years; however, she has been
with the company for nine years. Danielle started with the company as the
Accounting Manager, then worked her way up to become the Director of Contracts
and Procurements before accepting the position of CFO. This position is Danielle’s
first CFO position; she is the top financial executive in D3. Danielle’s thirty-year
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career has been exclusively in the defense contracting industry. Educationally,
Danielle holds an Associate of Science in Management and a Bachelor of Business
Administration. Due to a lack of accounting education, Danielle is not eligible to
take the Uniform Certified Public Accountant (CPA) examination and as a result
does not hold a CPA license. Danielle is the most junior financial executive
interviewed in this study.
As Chief Financial Officer (CFO) of D3, Danielle is accountable for the
company’s contract rates, the preparation of year-end close data for external
accountants, and providing information to the Defense Contract Audit Agency
(DCAA). The Chief Executive Officer (CEO) is very involved in the financial
aspect of the company and does not allow Danielle to have any authority over the
financial information or make any financial decisions.
D3 owners are the only members of the company’s top management team.
Danielle is not involved in any strategic planning or strategic decision making and
has never seen a strategic plan for the company. When asked if there are ways she
would like to contribute to the strategic planning and decision-making process,
Danielle replied that she does not see a way she would be able to contribute to
those processes since the family “kept those things amongst each other.” “I think
they’d rather keep it within the family.”
Dominic (D4CFO). Dominic is a male executive who has held the position
of Chief Financial Officer for twelve years. Previously, he held the same position in
another organization for three years before accepting this position. Dominic is the
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top financial executive in D4. Dominic’s thirty-five-year career has been
exclusively in the defense contracting industry. Educationally, Dominic holds a
Bachelor of Science in Economics and a Master of Business Administration in
Finance. Due to a lack of accounting education, Dominic is not eligible to take the
Uniform Certified Public Accountant (CPA) examination and as a result does not
hold a CPA license. Dominic is the most experienced financial executive
interviewed for this study.
Dominic’s duties as Chief Financial Officer (CFO) of D4 include all aspects
of the company’s profit and loss and balance sheet reporting. Dominic is also
responsible for interfacing the government regulatory agencies, such as the Defense
Contract Audit Agency (DCAA) and the Defense Contract Management Agency
(DCMA). Surprisingly, D4 does not have an internal control function, which is
commonly found in companies of this size. Human resources, payroll, and benefits
all fall under Dominic’s area of responsibility as well. From a risk standpoint,
Dominic is the final approval in the employee termination standpoint and
considered the company’s Chief Risk Officer (CRO). Similar to other CFOs
interviewed, Dominic is responsible for contract budgeting and pricing.
Information Technology (IT) functions and the government regulations that
accompany them are also his responsibility.
Dominic admitted that D4 does not have a long-term outlook for the
business and has no strategic planning process. When the top management team
meets, Dominic provides the President/Chief Operating Officer (COO) with
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financial performance data. When discussing the President Dominic stated, “he is a
strong-willed person… so I think his natural inclination is to work and make
decisions like that on his own… I think he will say it’s a partnership of equals, and
I would say ‘yeah, but it’s not as equal as he likes to make it out to be’”. When
asked if there was anything he would like to add to the company’s planning
process, there was nothing he wanted to add.
Max (M1CFO). Max is a male executive who has held the position of
Business Controller for the last two years and has held the same/equivalent position
in other companies for the last ten years. Max is the top financial executive in M1.
Max has worked in the manufacturing industry for his entire fifteen-year career.
Max’s educational background consists of a Bachelor of Commerce with a major in
Accounting. Max holds a Certified Public Accountant (CPA) license in Australia.
Max is the only financial executive interviewed with an international background.
The duties Max holds as Business Controller of M1 include all planning,
budgeting, and forecasting the manufacturing efforts of the company. It is Max’s
responsibility to monitor the financial performance of the company and project
where the profitability will be in the short- and medium-term timeframes. If the
company is losing profitability or diverging from its plan, it is Max’s obligation to
develop contingency plans to get it back on track. Max is accountable for ensuring
the company meets its long-term goals. To sum it up, Max said, “anything that puts
the company at risk is my business.”
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Max is very involved in the strategic planning of the company. When each
department takes the year’s goals to make an actionable plan, Max assists the
department executive with the plan and the follow up. During the planning of new
products, Max provides an evaluation of the proposed development cost and sales
price. Additionally, if there are changes proposed during the development or
production process, Max verifies the financial impact of those changes and must
sign off before the changes are implemented. Throughout the planning he evaluates
the projected market release strategy, the schedule, and the required investment
along with the payback period. When the product development is complete and it is
released to the market, Max assesses the quantity and cost of the sales to determine
if the actual figures are in alignment with the projections. If there is a contradiction
between the projections and reality, he researches to determine the root cause of the
incongruity and uses that information for future project planning. When asked if
there were additional contributions he would like to make to the strategic planning
process, Max would like to be more involved with the direction of the company’s
product portfolio. The current President does not specifically hinder that type of
participation, but Max describes the company as “a very traditional engineering
company that doesn’t much involve finance.” If he wants to be involved in a new
area, he needs to push for it.
Daphne (D1CEO). Daphne is a female executive who has held the position
of Chief Executive Officer (CEO) of D1 for eighteen years and has been with the
company for thirty years in total. This CEO position was her first.
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In Daphne’s view, a successful Chief Financial Officer (CFO) has very
good leadership skills, auditing skills, and financial background. Educationally,
Daphne believes a successful CFO needs to hold a minimum of a Bachelor’s degree
in a financial field or a general business degree with strong financial coursework.
She commented “I would not see someone with less than a Bachelor’s degree being
able to fill that role.” Daphne holds a Master’s degree.
The strategic planning of D1 consists of only a planning budget.
Throughout the year, the company determines which contracts to bid on; there is no
advance planning or strategic alignment. Daphne, as Chief Executive Officer
(CEO), views her role in the planning process as the leader of the process. She
reviews input from other top management team members on which contracts to bid
and then provides the final approval or denial. As a director within the company,
Daphne expects Darla to be involved in all corporate level discussions. Daphne’s
view of Darla in the company’s planning process is to provide a budget for the
contracts and monitor the financial execution to determine if the company is on
track. Darla contributes exactly how Daphne expects her to. When asked
specifically about the company’s strategic decision making as it relates to a
strategic plan, Daphne reiterated the planning process is iterative and happens
throughout the year without any strategic view of the future.
Deryk (D2CEO). Deryk is a male executive who holds the position of
Chief Executive Officer (CEO) in D2; he has held this position for seventeen years.
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When Deryk was appointed to the position of CEO at D2 that was the first time he
held that position and the first position he held in the company.
A Chief Financial Officer (CFO) must have personal, professional, and
educational attributes to be successful in Deryk’s view. Deryk believes from a
personal standpoint a successful CFO must have integrity which can never be
questioned and a team player who gets along with everyone on the management
team. Professionally, Deryk views a successful CFO as someone who stands out as
a professional within the company. When questioned on that meaning, he replied it
would be someone who understands his/her role within the company, mentors other
people in the organization, and acts appropriately during meetings. Deryk also
believes a successful CFO will hold a license as a Certified Public Accountant
(CPA) and stays abreast of changes within the financial community. A CPA is
particularly important to Deryk because he believes it shows a person understands
accounting rules. From an educational standpoint, Deryk believes to be successful a
CFO must hold a Bachelor’s degree in Business Administration, Accounting, or
Economics, and a Master’s degree in Business Administration or Finance. Deryk
himself holds a Doctorate degree as his highest level of education.
The strategic planning process within D2 is driven by the Chief Executive
Officer (CEO) himself. When asked about his role specifically he stated, “I run it.
I’m the person that sets the overall goal.” He explained he started the company on
his own, and he established the vision, the mission, and the values and has a goal
for revenue. The strategic plan of D2 consists only of deciding which contracts the
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company will bid on each year, as the contracts arise. In the future, they hope to
move from a small- to a mid-size business and will determine how to increase from
revenues of approximately $32M today to $100M to be a strong mid-sized
company. While this is Deryk’s hope for the future, there is not a plan to support
that. Deryk explained they have a revenue goal for three years into the future and
define annual operating plans at the beginning of each year, which he refers to as
“tactical execution plans.” His understanding of strategic planning is “talking about
top level goals and objectives […] working plans that are monitored on a quarterly
basis” and surround which contracts to bid on as requests for proposal are released.
When asked about his Chief Financial Officer’s (CFO) involvement in the
planning process, Deryk explained there is one overarching responsibility the CFO
has in the process: tracking revenue. In his view, there are two aspects of tracking
revenue for the management of D2, cash flow management (making sure there is
enough cash on hand to meet operational needs) and capital management (making
sure the company is financially able to execute the contracts they win). In Deryk’s
opinion, Diane (D2CFO) is contributing how he wants and expects. When asked
specifically about the strategic decision-making process, and the relationship to the
company’s strategic plan, Deryk only brought up the ability to execute contracts the
company may win and that impact on the financial viability of the company
moving forward (referring back to the capital management aspect of the CFO’s
position).
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Devin (D3CEO). D3 has the position of Chief Executive Officer (CEO);
however, that title is held by the founder who has no input into the current or future
operations of the company, so the President was interviewed for this study. Devin
is a male executive who has held the position of President with D3 for nine years.
He has been with the company for thirty-five years. This President position is
Devin’s first.
When asked about the attributes which contribute to a successful Chief
Financial Officer (CFO), Devin stated “we don’t see the CFO as being in an
executive position [...] I don’t want a CFO that’s going to tell me what to do, that’s
the executive’s job, not the CFO’s job […] it gives the CFO a lot more power than
they should have.” Devin then explained, from a professional standpoint, he
expects the CFO to have good processes in place to make sure the figures they are
tracking are reliable and a good understanding of the business financials from an
operational perspective, not necessarily an accounting perspective. He prefers a
CFO with a broad range of experience; he liked the fact Danielle (D3CFO) did
nothave a financial or accounting background. Ultimately, Devin expects a
successful CFO to be a support role to the President. When it comes to personal
attributes, Devin believes a CFO must be trustworthy to be successful. When
pressed further to answer the questions, Devin did not have any other requirements
and did not have a specific educational expectation for a successful CFO.
Personally, Devin holds a Bachelor’s degree in Business.
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There is a board of directors which governs D3; all board members are
family members of the founder/owner. When asked to describe the company’s
strategic planning process, Devin stated that it was not structured. Devin gives the
operational Vice Presidents a briefing once or twice a year on the budget and what
the company is focusing on to satisfy ISO certifications. He commented “We don’t
have any documentation of any strategic plan. We’re winging it.” Devin reiterated
that there are not set goals or targets for business units. His comment was
We think we have the right people in these leadership positions and as long
as there’s nothing that changes our opinion on that, based on what they’re
doing, we’re not going to micromanage them and try to set arbitrary
objectives and goals and waste a lot of time in our mind trying to make
something out of nothing.
Even though Danielle (D3CFO) is nott involved in the strategic planning
process, Devin was asked if there was any way she could contribute that she is not
doing now. He responded that she informally gives him information and is a
sounding board for him, and that’s what he needs. He reiterated that the CFO is
“hired to do a job, not tell the company how to be run” and he is the person who
provides financial input to the Management Team and Board of Directors. Any
financial input for planning comes directly from him. When Devin was asked about
the company’s strategic decision making, he explained he has autonomy to make
the decisions without consulting other management team or board members.
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Dale (D4Pres). Dale holds the position of President and Chief Operating
Officer (COO). He is the highest executive within D4 and has held his current
position for twelve years. He did not previously hold any other positions within D4.
Dale held this same position in another company for seven years prior to joining
this company.
In Dale’s opinion, a successful Chief Financial Officer (CFO) has a high
level of competence. To be successful in the government contracting industry,
he/she must understand all the aspects of government contracting through prior
experience. Other fundamentals that are important for a successful CFO, according
to Dale, are to have a high degree of accuracy, integrity, and honesty. The CFO
should be personable and “very attuned to the human side of the business.” It is
important he/she has empathy for employees to arbitrate and balance risk, as the
Chief Risk Officer for the company. It is also imperative he/she understands the
longer-term vision of the company. Dale does not have an educational expectation
for a successful CFO. Dale’s highest level of education is a Master of Business
Administration.
The strategic planning process within D4 is led by the President/Chief
Operating Officer (COO). According to Dale, “we don’t do a lot of the classic B
school kind of strategic planning, what we mainly do is get together with the group
at off-sites.” When discussing a recent off-site he summarized the planning session
by saying “Hey, we’re at a very, very high level of plateau as far as revenue
generation. We decided to just continue [what we were doing].” When asked about
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his role specifically, Dale commented “Once I’ve listened to everybody and I’ve
gotten input, [I decide] here is where I think we should go.” Dale explained his role
in the company is to be responsible for the daily and yearly performance, so it was
his job to understand where the company is and move it forward.
When asked about his Chief Financial Officer’s (CFO) involvement in the
strategic planning process, Dale explained that Dominic's (D4CFO) duty was to
understand how changes within the company would affect the chargeable labor
rate. Dale believes Dominic is central to the planning process, commenting he
would not do any planning without him. Dale explained Dominic is also
responsible for building budgets monthly and yearly to support the operational
plans developed throughout the year. When asked if there were any other
contributions Dominic could make to the planning process, he replied he did not
know of any additional contribution that could be made. Dale acknowledged that
Dominic would probably like more input and control in the planning process but
then followed up with the comment that Dominic understands the company's
culture. When asked about how the strategic planning process translates into
strategic decision making, he referred back to not having a typical strategic
planning process and commented, “We don’t necessarily say ‘well, we’re going to
attach this thing and we’ve got to get that thing.’” He referred to being flexible and
not making decisions based on a concrete plan.
Mark (M1Pres). Mark holds the position of President of M1 and is the
highest-ranking executive in the company; he has held the position for three years.
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This President position is Mark’s first, and he has been with the company for eight
years.
According to Mark, education is vital for a successful Chief Financial
Officer (CFO) or Business Controller (as the position is called in M1), but a degree
is not a requirement. Having an educational background in finance is important,
and a degree where the person achieved good grades shows his/her capability.
Mark believes people can learn without a degree and can deliver the same
capabilities by having the right attitude and mindset. Expanding on that, he
commented that to be successful in the top finance role, a person needs to have a
high-level perspective of the company and understand the impact different
situations make on the business overall. Mark’s highest level of education is a
Master of Business Administration.
The strategic planning process of M1 starts with a strategy planning session
in January which incorporates a strategic review. The strategic review takes
information from the market, customers, and business line managers and then
translates that information into trends for the top management team members to
review and analyze. Through the analysis conducted, the top management team
then decides how the company should adapt operations in the next six to twelve
months, and as far out as three years, based on what they believe will be coming in
the future.
In addition to posturing based on feedback and trends, the top management
team also discusses projects to increase profitability, become more agile in
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operations, and other strategic initiatives as they arise. When asked about his
specific role, Mark explained he is the facilitator of the process but that it is
important to get buy-in from other management team members. He evaluates how
the company has performed against the Key Performance Indicators (KPIs) the
management team set and how the company compares at the current time to the
previous strategic planning session. The management team then evaluates what
adjustments need to be made to the plans they have in place, based on new
information from the market and feedback received from customers.
When asked about his Business Controller’s involvement in the strategic
planning process, Mark explained Max’s role is to report and follow up on the
company’s progress related to the Key Performance Indicators (KPIs). He also
added that it is Max’s responsibility to provide financial data and input for future
initiatives and projects, translating the strategic plans into an executable business
plan. Mark was further pressed to offer any contributions that Max could make to
the strategic planning in the future that he wasn’t doing currently. He believed Max
was involved in all areas because he ensures he gets input and opinions from
everyone. Mark was asked to explain if/how the strategic plan translates into
strategic decision-making within the company. In response to this question, Mark
explained when there is a decision that needs to be made to prioritize projects or
determine how to move forward, the management team always refers back to the
strategic plan for guidance.
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CFO Roles and Responsibilities
The role of a Chief Financial Officer (CFO) varied between all the
companies, without regard to industry, size, or ownership structure. The duties of
the CFOs of the defense contracting companies revolved around execution and
current activities, whereas the majority of the responsibilities of the manufacturing
company CFO were not present in the same role in the defense firms.
Defense Contracting Firms. The most prevalent task found in the defense
Chief Financial Officers (CFO) areas of responsibility was to manage the direct and
indirect labor rates being charged to the government. This duty was found in three
of the four defense firms. When bidding on contracts for government support, the
contractor must propose a rate by labor category to support the work requested –
direct rate. It is the CFO’s responsibility to set the rates to be proposed during the
contract bidding process and evaluate the rates charged on the contract compared to
the rate of pay of the employees performing work on the contract. It is also the
CFO’s responsibility to manage the indirect rates charged on the contract,
consisting of the fringe benefits, overhead, and general and administrative costs.
An equally prevalent responsibility of the defense CFO was interacting with the
government audit agencies: Defense Contract Audit Agency (DCAA) and Defense
Contract Management Agency (DCMA). DCAA audits the rates and expenses
charged to the government for work performed on contract, while DCMA monitors
and audits the ongoing work being performed. This audit interaction was found in
the same three defense companies as the rate development and monitoring. The one
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defense company CFO that did not manage rates or interact with audit agencies
outsourced that function to an external accounting firm. Half of the defense firms
hire external accounting agencies to perform the routine accounting functions for
the company, such as accounts payable, accounts receivable, taxes, and financial
reporting, while the other half have team members responsible for those functions.
The size of the business did not appear to play a role in the decision to keep the
functions or outsource them. One small business and one large business kept the
functions in-house, while the other small business and large business hired an
external company for those functions.
Manufacturing Firm. The role of the manufacturing firm Chief Financial
Officer (CFO) was found to be much broader than the same role in the defense
contracting firms. Max described his position as one that is responsible for anything
to do with business or anything that puts the company at risk. As a CFO for a
manufacturing company, he is responsible for the planning, budgeting, and revenue
forecasting for the manufacturing projects, as well as tracking expenses and
investments the company makes. The CFO's responsibility in the manufacturing
company is to keep track of the current financial execution and forecast where the
company will be in the short and medium terms (1-3-5 years). This analysis helps
to determine if the company is trending in the wrong direction and identify any
underlying issues. It is also the CFO’s responsibility to develop a contingency plan
if the company is trending in a bad direction to help get back on track. Managing
risks as they arise within the company is another primary responsibility of the CFO
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in this manufacturing firm. Max has responsibility for all the accounting functions
of the company, the profit and loss of the company, and all assets, liabilities, and
investments.
Characteristics for Success. The Chief Executive Officers (CEO) of all the
companies, both defense and manufacturing, agreed on many important
characteristics for success in the role of Chief Financial Officer (CFO) of their
companies. All CEOs vehemently stated a CFO must be a person of integrity and
be trustworthy. Deryk noted, “A CFO’s integrity cannot be questioned; they have
authority over the finances of the company, and if there’s any question on their
integrity that position will suffer.”
Another characteristic all CEOs agreed upon was that the CFO must have a
high level of financial competence. From the defense side, Dale commented,
You want them to have a very high level of competence and understanding
of finance, particularly in our industry; the very many aspects of accounting
and operational finance, with respect to government contracting. [He/She]
really has to have that.
Commenting on the manufacturing position, Mark stated
It’s good to have a background in finance, accounting, controlling, and have
a good overview of that area on the level of a CFO; however, I think you
can learn without a degree so someone can be capable without the
background training.”
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Strategic Planning
The strategic planning processes utilized by the firms researched were all
different; however, there were similarities present between the strategic planning
processes within the group of defense firms.
Defense Contracting Firms. Strategic planning referred to by the Chief
Financial Officers (CFO) and Chief Executive Officers (CEO) within the defense
contracting firms researched was never actual strategic planning. None of the
defense firms strategically planned for the company’s future. The view of the
executives interviewed was that the yearly budget process was the company’s
strategic planning. These executives didn’t seem to understand what strategic
planning was. Daphne described her company’s strategic planning process as
“informal and iterative as we go through the year.” She further explained, “we do a
planning budget every single year with what work we think we will have […]
we’re really planning throughout the year for the current year.” This lack of
strategic planning was further supported by Darla by stating the company did not
have any formal strategic planning at all. She explained that the executive team
meets in October each year to plan the budget for the following year, consisting of
revenue they are expecting to bring in based on the rates they have proposed and
the expenses to support the ongoing contracts. There is no innovation in the
planning process, which only consists of bidding contracts as they come up for
renewal.
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The situation was similar with Deryk and Diane. According to Deryk, “we
define tactical execution plans on an annual basis, or annual operating plans.” He
further elaborated by stating, “my goal is to develop a strategic plan that is a
working plan […] we monitor it on a quarterly basis.” Diane elaborated by
explaining the process starts with an understanding of what the next year is going
to look like from a contract portfolio standpoint, then department managers provide
input into the procedures he/she will put into place to ensure the plan is met.
Devin and Danielle’s experience was similar to other defense contractors’
interviews; however, their process was more extreme than any other. Devin
explained he was in charge of the strategic planning process and played all the roles
when discussing the company’s future with the board of directors. The meetings
with the board of directors focus on the current budget situation and on what
contracts the company is focusing. He went on to explain the lack of a strategic
plan by stating, “we’re winging it” and “we don’t set goals and targets.” Danielle
reaffirmed Devin’s point of view that he was in charge of the strategic planning
process, that he makes the decisions, and there is no strategic plan for the company.
With the most experienced Chief Executive Officer (CEO)/Chief Financial
Officer (CFO) pairing, Dale and Dominic surprisingly did not have any more
details of a strategic planning process than the less experienced teams. Dale
commented, “we don’t do a lot of classic strategic planning […] we have more near
term goals.” When describing Dale’s view on strategic planning, Dominic added,
“he’s not big on long term planning,” further explaining “we don’t really have a
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three-year plan or a five-year plan or anything like that. It’s kind of inverse, a little,
but more immediate than that, perhaps not strategic as a consequence.”
Manufacturing Firm. The strategic planning process conducted by Mark
and Max was very detailed and inclusive; however, the planning process was still
relatively short-term and focused on a look only three years into the future. Mark
explained that the management team conducts planning sessions twice a year that
are designed to follow up on the progress of the strategic plan set every three years.
During the strategic review, the team monitors market information such as
economic trends, customer satisfaction, and business line feedback to determine if
operational changes need to be made to keep the company moving toward the
goals.
During the reviews, the management team also discusses strategic
initiatives to increase profitability and address any near-term issues that have been
identified. While the management team as a whole meets twice a year to monitor
progress toward the strategic goals, Max explained that he follows up every month
on certain actionable aspects to ensure the company stays on track progressing
toward the goals. Both Mark and Max reiterated that all management team
members are involved in the strategic planning process, providing input and
guidance from their areas of expertise.
Strategic Decision Making
The strategic decision-making process of the firms was found to be similar
to the strategic planning process applied by each.
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Defense Contracting Firms. When it comes to making decisions, all were
made autonomously by the Chief Executive Officer (CEO) or the owners of the
company. When explaining the decision-making structure of her company, Darla
explained the lack of decision-making authority and that whenever a strategic
decision needs to be made, the employees are directed to take them straight to the
owners.
Deryk was honest when questioned about the decision-making of his firm
and admitted he was that person. He commented, “I wish somebody else would
take it over. I’m just kidding. I’m the person.” Being the President of a familyowned company, Devin explained the board of directors which governs the
company is made of 100% family. When questioned about the decision making of
the company, he explained the board had given him the autonomy to make the
decisions. Danielle verified that statement when she was asked the same question.
Dale was very skittish when asked about the company's decision-making
and would never give a direct answer, even when prompted multiple ways. One
thing the researche noticed was that even though he did not answer the question
directly, whenever he was talking about decision making he always said “I.”
Dominic was more forthcoming when asked the same question. He explained,
“[Dale] is a strong-willed person, and I think his natural inclination is to work and
make decisions like that on his own. He will say it’s a partnership of equals, and I
would say ‘Yeah, but it’s not.’”
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Manufacturing Firm. Mark and Max both commented that the decisionmaking process within their company was inclusive. Max explained the company
process best by describing the decentralized nature of decision-making. He further
commented that each department was encouraged and expected to make decisions
at the lowest level possible, including decisions that affect the company's strategic
direction. Interestingly, instead of the Chief Executive Officer (CEO) being the
executive always informed, if a decision was made at a lower level within the
company but had financial implications, the Business Controller was to be
consulted and/or informed.
Synthesis and Summary of the data
The study produced many findings related to the role of a Chief Financial
Officer in general and his/her role in the strategic planning and decision-making
process of defense companies.
The Role of the Chief Financial Officer. The first research questions of
this multicase study were focused on the role of the Chief Financial Officer in a
firm. The level of input from the Chief Financial Officer (CFO) on the strategic
planning process varied by company. Input was not linked to the size or ownership
structure of the companies, only by industry.
The first research question of the study was “What is the role of the CFO in
a defense contracting firm?” Through the research, it was determined the primary
focus of a Chief Financial Officer (CFO) in a defense firm was to establish and
manage the direct and indirect rates charged to government contracts. The other
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leading responsibility of the defense CFO was to be the liaison between the
company and the government audit agencies - the Defense Contract Audit Agency
(DCAA) and the Defense Contract Management Agency (DCMA).
The second part of the initial research question was “What are the role
differences and similarities between CFOs in defense contracting firms and nondefense firms?” The research showed all leading finance executives, irrespective of
industry, were expected by the Chief Executive Officer (CEO) of the company to
be trustworthy and operate with integrity, have an understanding of finance at some
level, and have a big picture view for the organization. Two of the four defense
CFOs were responsible for the routine accounting functions of the company, which
was also found in the role of the manufacturing finance executive. The role of a
defense CFO was found to be very different when compared to the same role in a
manufacturing company. The role of the manufacturing finance executive was
found to be much broader in scope and much more involved in the business and
finance operations of the company than the same role in a defense firm.
Strategic Planning and Decision Making. The follow-up questions of this
multicase study were “What contributions do CFOs have on the strategic plan of
the firm” and “How do those contributions affect the decision-making of the firm?”
The research showed the Chief Financial Officer (CFO) in defense firms was not
involved in the strategic planning process of those companies because the
companies did not have strategic planning processes. The CFO was tasked with
managing day-to-day financial functions and had the responsibility for ensuring
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accurate operational accounting but was not involved in any future planning. This
was especially interesting because each company’s Chief Executive Officer (CEO)
highlighted the importance of a broad/strategic outlook as a required characteristic
of a successful CFO. The manufacturing finance executive was found to be heavily
involved in the company's strategic planning process. This position was responsible
for providing business and financial input into every new project proposed during
the company’s strategic planning process.
As a result of not having a strategic planning process, the defense firms
explored in this study had no strategic plan to translate into strategic decisionmaking. The research showed all decisions that affected the company's direction
were made autonomously by the Chief Executive Officer (CEO) of defense firms,
without any input from other members of the top management team. When
strategic decisions need to be made in the manufacturing firm, the research found
that decision-making was delegated to the responsible top management team
member. All decisions affecting the direction of the company were compared to the
agreed-upon strategic plan, and if there were any inconsistencies or misalignments
when compared to the plan, the financial executive would analyze the financial
impact of that discrepancy to allow the responsible top management team member
to determine a path forward that supported the previously agreed strategic direction.
Other Findings
While this study did not specifically research the interaction of the top
management team of the firms discussed, since it was the basis for the theory upon
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which the study was built, the researcher believed the information found on this
topic during the study should be noted.
Top Management Team Interaction. Though top management team
interaction was not an explicit research question, the researcher gathered data on
this interaction within all firms explored. The interactions within the top
management teams of the companies varied by industry and ownership type.
When analyzing the interaction between top management team members,
the defense firms operated consistently with the approach prevalent in the 1970s
and 1980s. The role of the Chief Financial Officer (CFO) was only in control of the
routine financial activities of the firm, in the traditional role of an accountant or
controller (Trappl et al., 2013; Tulimieri & Banai, 2010). The members of the top
management teams interacted minimally in both day-to-day operations and
concerning looking into the future. The CEO was the sole decision-maker of the
company and was the only executive holding responsibility for achieving the firm’s
goals.
For defense firms, it appeared the operational mindset had not advanced
beyond the view held forty to fifty years ago (further explained in Chapter 5).
Conversely, the top management team of the manufacturing firm involved all top
management team members in planning and decision-making, seeing a benefit in
each person’s unique background and skills.
The ownership structure of each company also affected the top management
team interaction. While none of the defense companies had high levels of
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interaction between the top management team members, the family-owned
company had the least level of involvement. In this situation, all positions outside
of the owners were very task-oriented and were only informed of any information
directly required to complete those tasks. All other information was kept private
within the family. The researcher was surprised by the existence of this
environment in a large company.
The women-owned partnership also had low levels of interaction within the
top management team. However, the information from the CEO’s financial plan
and budget was passed to the non-owner members, who were expected to operate
their departments within those parameters. The other two companies, one small and
one large, are privately owned by non-family member groups. These two
companies also had little management team interaction, but the departments were
provided goals and expected to formulate actionable plans to meet them. The
manufacturing company is a large, privately-owned company, and there is constant
interaction between members of the top management team in both day-to-day
operations, as well as strategic planning and strategic decision-making.
Contribution to Applied Practice
The data collected in this study contributes to a better understanding of the
role a Chief Financial Officer (CFO) plays in defense contracting organizations, the
strategic planning and decision-making of defense contractors, and the impact the
CFO has on those processes. The findings of this study indicated that defense
companies do not understand strategic planning or strategic decision-making, nor
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do those companies conduct strategic planning for the future. The findings also
suggested defense CFOs do not understand how to contribute strategically. Lastly,
the findings showed Chief Executive Officers leading defense organizations
operated autonomously to run the organization without strategic involvement from
the other top management team members. Chapter five will further discuss the
implications of the researcher’s findings and recommendations for application.
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Chapter 5:
Discussion, Implications, Recommendations
Overview
The purpose of this comparative multi-case study was to understand the role
of the Chief Financial Officer (CFO) in defense contracting firms in the
Washington, D.C. region. The research was focused on the CFO’s role in the
company’s strategic planning and decision-making processes. To ensure an
understanding of the role in defense contracting firms, the study compared those
findings with the same research conducted on a manufacturing firm located in the
United States.
Organization of the Remainder of this Chapter
The remainder of this chapter is comprised of five sections to fully explain
the outcome of this study. The chapter will commence with a discussion of the
results, followed by the contribution of the study to the body of knowledge, and
recommendations for applied practice are discussed. Concluding the chapter are
recommendations for future research.
Discussion of the Results
The first research question of the study explored the role of the Chief
Financial Officer (CFO) in defense contracting firms, followed by a sub-question
which detailed the similarities and differences of the role between defense
contracting firms and manufacturing companies. During World War II and the era
of government contracts, the role of an accounting professional was transformed
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from a backroom role focused on accounts receivables (money owed to the
company), accounts payables (money owed by the company to vendors), and
payroll to one that was expected to understand cash flows as well as terms and
conditions of the government contracts the companies were operating under
(Tulimieri & Banai, 2010). From World War II through the end of the century, the
role of the CFO was not engaged in the operations of the company or with the
stakeholders of the company; he/she was viewed as a back-office necessity
(Tulimieri & Banai, 2010). The CEO was seen as the sole leader and decisionmaker of the organization, and the executive was exclusively expected to achieve
the company’s strategic and financial ambitions (Tulimieri & Banai, 2010). The
results of the study indicated the role of a present-day defense CFO has not evolved
much in the last fifty years. The study found the role of defense CFOs was still
limited to focusing on the understanding and management of contract terms and
rates, as well as interfacing with the governmental audit agencies which analyze the
company’s performance on those contracts. All firms (both publicly and privately
owned) which contract with the government are required to be audited.
As a result of the fraudulent activities and financial scandals brought to
light in 2001, Congress passed the Sarbanes-Oxley Act of 2002 to ensure the
credibility of financial processes and reported statements (Battista & Shea, 2007;
Tulimieri & Banai, 2010). Accounting internal control processes ensure effective,
efficient, and compliant financial reporting through the presence of a control
environment, risk assessment, control activities, information/communication, and
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monitoring (McConnell Jr. & Banks, 2003). The control environment and activities
must test actions put into place to reduce the risk of impactful misstatements in the
company’s financial statements, with ongoing monitoring activities to ensure the
effectiveness of preventative and detective controls (Lucci, 2003; McConnell Jr. &
Banks, 2003). The companies which perpetrated the misconduct and inappropriate
accounting practices leading to the implementation of the Sarbanes-Oxley Act of
2002 did so intentionally and emphasized the need to keep financial information
hidden (Gottschalk & Benson, 2020). As a result of these actions, the SarbanesOley Act of 2002 requires the CFO to jointly certify with the CEO that his/her
organization’s internal control system has been evaluated for weakness and
provides information in a timely manner when issues are uncovered; the CFO and
CEO are also responsible for attesting, in writing and under penalty of law, to the
accuracy and completeness of all quarterly and annual financial reports (107th
Congress, 2002; Lucci, 2003).
In this study, both defense and manufacturing CFOs were found to be in
compliance with the Sarbanes-Oxley Act of 2002; all CFOs interviewed had
responsibility for the integrity of the organization’s accounting processes and the
firm’s financial reporting activities. In the years since the passing of the SarbanesOxley Act of 2002, the role of the CFO has become more multi-faceted and the
interaction between the CFO and CEO has become more of a partnership
(Tulimieri & Banai, 2010). The role of a CFO has evolved to have four facets: (1)
the traditional role of a steward – ensuring compliance with regulations and
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financial reporting; (2) the traditional role of an operator – conducting financial
operations responsibilities; (3) a new role as a strategist – providing financial
influence on the organization’s long term strategy; and (4) a new role as a catalyst
to drive business and process improvement initiatives (Deloitte, 2016). CFOs are
now operating in an environment where they are responsible for continuous
monitoring and measurement of business performance (Battista & Shea, 2007).
The finance executives are accelerating their contributions from not only being
responsible for budgeting, forecasting, and financial reporting but also increasing
their influence through financial analysis and modeling to meet the demand for
increased transparency (Battista & Shea, 2007; Fuessler, 2014).
The data from this study showed the role of a CFO in a manufacturing
company was much more comprehensive than the same role in the defense
companies explored. The manufacturing role consisted of input and evaluation of
all areas of the company’s business and financial performance. The manufacturing
finance executive was responsible for the execution of the financial activities and
the forecasting associated with proposed and ongoing strategic initiatives.
Additionally, this role was tasked with risk management, crisis management,
evaluation of business health, and project planning and tracking. The evidence
suggests the defense CFOs interviewed don’t understand this new definition of the
CFO role, as none thought they should be contributing to the company in any
additional ways. Table 2 outlines the notable financial executive responsibilities
and the presence in each case researched:
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Contract Rate Management
Governmental Audit
Interface
Financial Process Integrity
Financial Reporting Integrity
Strategic Planning
Risk Management
External Audit Interface

D1CFO D2CFO D3CFO D4CFO M1CFO
X
X
X
X
X
X

X
X

X
X
X

X
X
X

X
X
X
X
X

Table 2: Chief Financial Officer Roles & Responsibilities – a summary of CFO responsibilities present in the
cases studied

The study’s second research question sought to understand the contributions
the Chief Financial Officer (CFO) makes to the strategic planning process of the
companies. The strategic planning process of a firm is widely described as an
ongoing, formal process, with incremental steps to influence the firm’s direction
through the formulation of long-term strategies which articulate organizational
expectations (Armstrong, 1982; Boyd, 1991; Hopkins & Hopkins, 1997; Ketokivi
& Castañer, 2004; Schendel & Hofer, 1979; Wolf & Floyd, 2017). The strategic
planning process is an integral part of the top management team’s responsibility
because it helps the management team members understand the pressures facing the
organization, develop a consensus on a path forward to address the situation, and
communicate the plan to internal and external stakeholders (Abdallah & Langley,
2014; Grant, 2003; Langley, 1988; Spee & Jarzabkowski, 2011; Stone & Brush,
1996). During the analysis of the data, it became evident that the defense firms did
not understand the definition or process of strategic planning. When discussing
with CEOs and CFOs about the strategic planning process of their defense firms,
both discussed short-sighted attention points revolving solely around contract
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execution. One executive admitted that the focus on near-term actions was probably
not strategic as a result.
Over the last couple of decades as the CFO’s role within the organization
has changed, and the position is now expected to create value throughout all
business areas of the company by acting as an independent advisor (Barnett, 2014;
Fuessler, 2014; Zoni & Pippo, 2017). In the strategic planning process, the CFO is
expected to align financial strategies with operational growth strategies and
encourage behaviors across all areas of the organization to achieve those objectives
(Deloitte, 2016; Ehrenhalt & Ryan, 2007; Tulimieri & Banai, 2010). It is important
to note many researchers have found that the top management team’s involvement
in the strategic planning process and strategy execution improved organizational
performance. As requirements for increased financial transparency increase, CFOs
specifically are being tasked with demonstrating how the organization’s strategy
translates to performance, the risk associated with those activities, the forces which
lead to profit creation, and how to manage those forces (Anonymous, 2017; Arend
et al., 2017; Battista & Shea, 2007; Bloxham & Borge, 2006; Dibrell et al., 2014;
Favaro, 2001; Han et al., 2015; Harris & Ogbonna, 2006; Schaefer & Guenther,
2016; Song et al., 2011). When listing the members of the top management team
who were involved in the strategic planning process of their firms, defense firm
Chief Executive Officers (CEO) all listed the lead finance executive (among
others); however, later in the interview, when those same CEOs were questioned
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about the strategic planning process, it was found that none of the defense firms
actually conducted any strategic planning at all.
Conversely, the lead finance executive of the manufacturing firm was found
to be heavily involved in the strategic planning of that company. During the
strategic planning process in the manufacturing firm, when new products are
planned for development, the finance executive is responsible for planning many
aspects of the project - from research and development budgeting through
production costing and sales pricing. The manufacturing finance executive noted he
was also responsible for managing the risk and safety aspects of all strategic
projects from proposal through completion. This finding supports Bloxham and
Borge’s (2006) research, highlighting the importance of the CFO taking steps to
identify potential risks and assess the probability and potential impact on the
company. If any investments are proposed during the manufacturing firm’s
strategic planning process, the finance executive determines the cost, return, and
pay-back period for those investments as well as the probability, timing, and
potential impact of any identified risks of the project. This holistic view of the
proposal is presented to the management team to ensure an informed decision is
made.
The second sub-question explored how the Chief Financial Officer (CFO)
contributions affected the strategic decision-making of the organization. CFOs have
the ability to influence decisions that drive shareholder value by utilizing his/her
knowledge of the financial position of the organization to facilitate sound strategic
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and operational decision-making (Frigo, 2003). The CFO of a company is expected
to analyze past data, utilize that knowledge to look to the future, and ensure
strategic decisions are being made with a holistic view of the situation (Hope,
2006; Khalifa, 2004; Konstans, 2013; Mortensen & Mead, 2018; Witzel, 2010).
Frequent communication and interaction between a firm’s CFO and Chief
Executive Officer (CEO) ensure strategic decisions are influenced by both
executives’ points of view, perspectives, and expertise. This combination of skills
ensures the firm is positioned for successful implementation of the strategic plan
(Tulimieri & Banai, 2010).
The results of the study showed there was no strategic or collaborative
decision-making in the defense firms explored. All strategic decisions made within
the defense contracting firms studied were made autonomously by the
President/CEO. Independent and autonomous decision-making, such as that
depicted by the CEOs in the defense firms explored, can lead to unethical and selfserving decisions, which have the potential to lead to waste, abuse, and fraud.
Inclusive decision making, involving multiple members of the top management
team, ensures that each executive’s unique background, experience, and skills
influence the decisions made regarding the direction of the firm. This creates
transparency in the decision-making process, allows for balanced and informed
decision-making, and increases shareholder trust through forced accountability
(Tulimieri & Banai, 2010). Involving all top management team members, such as
the CFO, in the strategic decision-making process, guarantees the team has the
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most complete understanding of the alternatives and has been proven to make
higher quality and more innovative decisions than when the CEO acts alone
(Amason, 1996; Bantel & Jackson, 1989; Murray, 1989). Arguably, the most
important of those alternatives is to determine additional prospects for value
creation (Owen, 2015).
The premise of competitive advantage is “value creation.” As a result, we
can surmise that companies such as the defense firms in this study, which do not
involve collaboration among top management team members in the strategic
decision-making process, are at a competitive disadvantage. The findings could be
extended to offer that those companies that involve all members of the top
management team, including the CFO, in the decision-making process of the
company (such as the manufacturing firm explored in this study) have a
competitive advantage over those which do not. The executives of the defense
firms all referred to the lack of profitability within the defense contracting industry,
whereas the manufacturing firm discussed being a highly profitable firm.
Finally, the presence of diverse viewpoints through the inclusion of the
members of the top management team into the decision-making process provided a
higher likelihood that the skills needed to implement the strategic plan and
decisions are available (Murray, 1989). The decisions made autonomously by the
CEO, as evidenced in the defense firms, have the potential to leave significant
outcomes unidentified and potentially result in a lack of understanding of the
characteristics needed to employ those decisions. Woolridge, Schmid, and Floyd
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(2008) highlighted the importance of including lower-level managers in the
strategic planning and decision-making processes. The manufacturing firm
implemented this idea by delegating strategic decision making to the responsible
area executive and his/her managers, with the expectation that all decisions would
align with the company’s strategic plan. The Top Management Team (TMT) of the
manufacturing firm recognized and valued the diversity brought by each
executive’s unique background, utilizing the different education and experience
levels to determine the best strategic direction for the company. This inclusion of
diverse viewpoints and multiple levels of employee engagement within the
strategic decision-making process highlights another shortcoming on the part of the
autocratic defense CEOs.
Multiple demographic attributes of the Chief Financial Officers (CFO) and
Chief Executive Officers (CEO) were measured during the study, as shown in
Table 3. The research did not indicate that sex, experience, or education level
affected the inclusion or exclusion of the CFO into any defense firm’s strategic
planning or decision-making processes.
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Position
Tenure
17 years
11 years
17 years
11 years
9 years
3 years
12 years
11 years
3 years
2 years

Respondent Sex Education CPA
D1CEO
F
Masters
No
D1CFO
F
Masters
No
D2CEO
M Doctorate No
D2CFO
F Bachelors Yes
D3CEO
M Bachelors No
D3CFO
F Bachelors No
D4Pres
M
Masters
No
D4CFO
M
Masters
No
M1Pres
M
Masters
No
M1CFO
M Bachelors Yes

Firm
Tenure
29 years
11 years
17 years
11 years
35 years
9 years
12 years
11 years
8 years
15 years

Size
Small
Small
Small
Small
Large
Large
Large
Large
Large
Large

Table 3: Demographic Attributes – a summary of the demographic characteristics of the participants in the
study

Contribution of the Study to the Body of Knowledge
The gap identified in the literature supporting the study provided an avenue
for the research to focus on the role of Chief Financial Officers as key players on a
firm’s Top Management Team (TMT) and the position’s impact on the strategic
planning and decision-making process. A review of relevant research found that the
involvement of top management team members in strategic planning and decisionmaking processes improved organizational performance and positioned the firm for
successful implementation of the organization’s strategic plan (Anonymous, 2017;
Arend et al., 2017; Dibrell et al., 2014; Harris & Ogbonna, 2006; Schaefer &
Guenther, 2016; Song et al., 2011; Tulimieri & Banai, 2010). Findings from this
study showed that defense contracting firms did not involve top management team
members in the firm’s decision-making processes; all decisions were made solely
by the Chief Executive Officer (CEO). Ettorre and McNerney (1995) explicitly
offered that an organization cannot get to the future by being event-driven, and
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strategic planning is vital to the competitive renewal of the firm. This study
revealed that the defense contracting firms explored did not conduct strategic
planning. Indeed, the organizations were event-driven, only focusing on current
bids for government contracts.
Recommendations for Applied Practice
The findings from this study drive multiple recommendations to provide
defense firms with a starting point to increase profitability and achieve a
competitive advantage in the industry. All Chief Executive Officers (CEO) and
Chief Financial Officers (CFO) interviewed for the study commented on the lowprofit margins in the defense contracting industry. Many scholars have identified
that strategic planning helps executives understand the pressures facing an
organization and develop a path forward to address the situation (Abdallah &
Langley, 2014; Grant, 2003; Langley, 1988; Spee & Jarzabkowski, 2011; Stone &
Brush, 1996). It is the researcher’s belief that if defense firms conducted strategic
planning, they would better position the company for success. Inclusion of
members of the top management team in strategic planning and decision- making
processes has also been found to improve organizational performance
(Anonymous, 2017; Arend et al., 2017; Dibrell et al., 2014; Harris & Ogbonna,
2006; Schaefer & Guenther, 2016; Song et al., 2011). The researcher believes that
if defense CEOs start involving other top management team members in the firm’s
decision-making process, the organizations could see improved performance.
Additionally, by leveraging the expertise of the members of the top management
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team, the strategic decisions made on behalf of the company could ensure internal
resources are exploited to their full potential and provide the organization with a
competitive advantage (Barney, 1991, 1995).
Future Research
There are many avenues for future research exploring this area of study.
Interviewing the “Big 5” defense contractors would be the first area suggested by
the researcher for a future study. The “Big 5” firms were not included in this
current study due to the lack of time the Chief Financial Officer (CFO) had been in
the position. In a future study, it would be interesting to see if the results would be
replicated or if the extremely large firms have different dynamics regarding Top
Management Team (TMT) interaction and/or strategic planning and decisionmaking processes. A future study quantitative study proposed could research and
explore the profit margins of defense contractors who involve Top Management
Team (TMT) members in the company’s strategic planning and decision-making,
and defense contracting firms that do not include those executives in the strategic
planning and decision-making processes.
Researcher’s Reflections
As an experienced finance executive with the federal government, I was
always very surprised and frustrated with the lack of involvement of the finance
function in planning and decision making processes throughout my career. Seeing
the gaps in programs and cleaning up problems due to lack of involvement
throughout the lifecycle of multiple projects drove my curiosity and desire to
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research the same function in private companies. Chapters 4 and 5 have
summarized the findings of this study, showing that the lack of involvement of the
finance executive isn’t limited to my experience in the government, but also
extends to defense contractors as well. The participants from the manufacturing
company which were interviewed for the study described a strategic planning and
decision making process expected from the review of previously published
academic research; one which included all top management team members in those
processes and valued the diverse viewpoints and background of each executive.
The solution to the lack of profitability and challenging environment of the
defense contracting industry (as described by the executives of the companies
researched for this study) has already been shown in academic theory; involvement
of a diverse group of top management team members and exploitation of the unique
skills each executive brings to his/her position. It is my hope that this research will
drive Chief Executive Officers of defense contracting firms to increase involvement
of each responsible executive on their management team, driving towards
achieving a competitive advantage and increased profitability.
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Appendix A
Informed Consent
Please read this consent document carefully before you decide to participate in
this study. The researcher will answer any questions before you sign this form.
Study Title: Understanding the Impact of Chief Financial Officers on the Strategic
Planning and Decision-Making Process of Defense Firms in the Washington, D.C.
Region
Purpose of the Study: The purpose of this study is to explore how the Chief
Financial Officer
Procedures: For this study, you are being asked to participate in one interview.
This interview will consist of two types of questions, demographic questions and
study specific questions. This interview will take less than one hour to complete.
Potential Risks of Participating: There are minimal risks to taking part in this
study, no more than exist in everyday life. Each participant and firm will be
assigned an alias to ensure confidentiality, and all data collected will only be used
for the purposes of this study.
Potential Benefits of Participating: The benefits of taking part in this study
include being able to further the study of executive interaction, help defense firms
identify drivers of strategic decision making, and better understand the effect that
an executive’s background has on the performance of the firm.
Compensation: Participation in this study is completely voluntary and there will
be no compensation offered.
Confidentiality: Your identity will be kept confidential to the extent provided by
law. Your information (both personal and firm information) will be assigned an
alias, instead of any personally identifying information. All information will be
kept in a locked safe. When the study is complete and the data has been analyzed,
any record of contact will be destroyed. Your name will not be used in any report.
Voluntary participation: Your participation in this study is completely voluntary.
There is no penalty for not participating. You may also refuse to answer any of the
questions we ask you.
Right to withdraw from the study: You have the right to withdraw from the study
at any time without consequence.
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Whom to contact if you have questions about the study:
Carolynn Stiffler
41410 Burnt Mill Dr.
Hollywood, MD 20636
Email: cstiffler2010@my.fit.edu Phone: 240.538.2673
Whom to contact about your rights as a research participant in the study:
Florida Institute of Technology, IRB
150 West University Blvd.
Melbourne, FL 32901
Email: FIT_IRB@fit.edu Phone: 321.674.7347
Agreement:
I understand the procedure described above. I voluntarily agree to participate in the
procedure, and I have received a copy of this description.

Participant: ___________________________________ Date: _________________
Principal Investigator: __________________________ Date: _________________

Audio Recording: To ensure accuracy, I would like to use a recording device to
record the audio of this interview. The audio file will be sent to a transcription
service, and the data will be encrypted when stored. The PDF copy of the
interview will be provided to you for review to ensure accuracy.
I consent to audio recording of the interview. ____________ (initial here)
I do not consent to audio recording of the interview. ___________ (initial here)
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Appendix B
Recruitment Script (to individual - email/phone)
Good Morning/Afternoon, Mr./Ms. _________, my name is Carolynn Stiffler and I
am a doctoral student at Florida Institute of Technology. For my dissertation
research I am conducting a study on the roles of Chief Financial Officers,
particularly within the defense contracting and manufacturing industries. The
purpose of this research is to understand the role of the CFO position and
understand the role this position has in the strategic planning and decision-making
process of these firms, if any. For the study I will be interviewing both the CEO
and CFO of firms to obtain an understanding of the CFO position from both
viewpoints. If you have availability and would be interested in participating in the
study, I would like to schedule a 30 minute phone interview to discuss your/your
CFO’s role at ________. All information will be completely anonymous. I will
also be reaching out to _____ to request the same meeting. Thank you very much
for your time.

Respectfully,
Carolynn Stiffler
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Recruitment Script (contact/info email)
Good Morning/Afternoon,
My name is Carolynn Stiffler and I am a doctoral student at Florida Institute of
Technology. For my dissertation research I am conducting a study on the roles of
Chief Financial Officers, particularly within the defense contracting and
manufacturing industries. The purpose of this research is to understand the role of
the CFO position and understand the role this position has in the strategic planning
and decision-making process of these firms, if any. For the study I will be
interviewing both the CEO and CFO of firms to obtain an understanding of the
CFO position from both viewpoints.

I was wondering if ________(the CFO) has availability and would be interested in
participating in the study? If so, I would like to schedule a 30 minute phone
interview to discuss his/her role at ________. In addition, would ____________
(the CEO) be interested in participating in the study? If so, I would like to schedule
a 30 minute phone interview to discuss his/her view of the CFO role at
___________. All information will be completely anonymous. Thank you very
much for your time.

Respectfully,
Carolynn Stiffler
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Recruitment Script (online contact form)

Hello,
I am a doctoral student at Florida Institute of Technology and am conducting a
study on the roles of Chief Financial Officers, particularly within the defense
contracting and manufacturing industries. The purpose of this research is to
understand the role of the CFO position and understand the role this position has in
the strategic planning and decision-making process of these firms, if any. I was
wondering if it would be possible to have a 30 minute interview with the CFO and
another with the CEO to understand _____’s strategic planning process? All
information will be kept completely confidential.

Thank you,
Carolynn Stiffler
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Appendix C
CFO Interview Protocol
Before getting started, I would like to provide you with background on my study.
This research is based on my interest in the role of Chief Financial Officers in
defense contractors and manufacturing firms. There has been a lot of research done
on the strategic planning process of firms and the role of CEOs; however, to date,
there has been no research conducted on the role of CFOs in the strategic planning
process of firms. I am conducting this research to determine if there is no literature
on CFOs in the strategic planning process because they aren’t involved, or if it just
hasn’t been documented yet; my specific study area includes defense contractors
and manufacturing firms. After the data is collected from the study, I will compare
and contrast both types of firms to determine if any themes are industry specific.
Through the course of this interview I will first ask questions about your
background and duties (Q1-Q9), followed by questions about your company’s
strategic planning and decision-making process (Q10-Q14). Do you have any
questions before we begin?
___________________________________________________________________
1. Please describe your professional background.
RQ 1

2. Please describe your CFO experience prior to accepting this position.
3. Please explain your duties as Chief Financial Officer of your firm.
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4. Please explain the elements of your career path that you consider crucial for
your current role. Why are these elements important for success in your
current role?
RQ 1

5. How do these elements affect the way you respond to pressures?
6. What functional and personal requirements are most important for your
current role?
7. Does your education influence your previous and/or current CFO roles?
________________________________________________________________
8. Who are the members of the Top Management Team of your company?
9. What is your interaction with the other Top Management Team (TMT)
members in the normal course of your duties?
________________________________________________________________
10. Who are the parties involved in your firm’s strategic planning process?
11. Please describe your firm’s strategic planning process.
a. Probe: What is the role of (each TMT member) in this process?

RQ 2

12. What is your involvement in or contribution to the strategic planning
process of your firm?
13. What other contributions do you think you could make to the firm’s
strategic planning process, if allowed?
13a.

Why don’t you currently contribute in this way?

14. How do the inputs to the strategic plan translate into strategic decision
making within the firm?
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CEO Interview Protocol
Before getting started, I would like to provide you with background on my study.
This research is based on my interest in the role of Chief Financial Officers in
defense contractors and manufacturing firms. There has been a lot of research done
on the strategic planning process of firms and the role of CEOs; however, to date,
there has been no research conducted on the role of CFOs in the strategic planning
process of firms. I am conducting this research to determine if there is no literature
on CFOs in the strategic planning process because they aren’t involved, or if it just
hasn’t been documented yet; my specific study area includes defense contractors
and manufacturing firms. After the data is collected from the study, I will compare
and contrast both types of firms to determine if any themes are industry specific.
Through the course of this interview I will first ask questions about your view of
CFOs (Q1-Q2), followed by questions about your company’s strategic planning
and decision-making process (Q3-Q8). Do you have any questions before we
begin?
___________________________________________________________________
1. Please explain the duties of the Chief Financial Officer of your firm.
RQ 1

2. What are the professional, educational, and personal attributes that
contribute to a successful Chief Financial Officer?
___________________________________________________________________
3. Who are the parties involved in your firm’s strategic planning process?

RQ 2

4. Please describe your firm’s strategic planning process.
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5. Please describe your role in the strategic planning process.
6. Please describe your CFO’s involvement in or contribution to the strategic
planning process.
RQ 2

7. Are there contributions the CFO could make to the firm’s strategic planning
process that he/she doesn’t make today?
a. If so, what do you see as potential opportunities for the CFO to be
involved in this process?
b. Why does the CFO not currently contribute in this way?
8. How do the inputs to the strategic plan translate into strategic decision
making within the firm?
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Appendix D
Demographic Questionnaire
1. Please indicate your sex:
a. Male _____
b. Female _____
2. What is your highest level of completed education?
a. High School _____
b. Associates Degree ____
c. Bachelor’s Degree _____
d. Master’s Degree _____
e. Doctorate Degree _____
3. Do you hold a CPA license? Y/N
4. What is your current title? _______________________________
5. How long have you held your current position? _____
6. Have you held this same position with another firm(s)? _____
a. If so, how long (total) have you held this position? _____
7. How long have you been with this firm? _____
8. How long has your firm been in operation? _____
9. How much revenue does your firm bring in per year?
a. Less than $41.5M _____
b. $41.5M – less than $1B _____
c. Greater than $1B _____
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10. How many employees does your firm have?
a. Less than 500 _____
b. 500 – 1000 _____
c. Greater than 1000 _____
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Appendix E
Interview Script (CFO)
Good Morning/Afternoon, Mr./Ms. _________, my name is Carolynn Stiffler. I
appreciate you taking the time to talk with me today. The purpose of this interview
is to understand the role you have as the Chief Financial Officer of your firm. First
and foremost, I would like to ensure you that all information you provide today will
remain confidential. Your name and the name of your firm will be given an alias,
and no identifying information will be included as part of this study.

Before we get started with the questions, I would like to obtain your consent to
conduct this interview. Did you receive the informed consent form I sent you?
Have you read the form, and do you have any questions? Do you consent to
participating in this study?

I would like to record the audio of this conversation to ensure the accuracy of the
data. Once the interview is complete, I will save the audio file on an encrypted
drive, which will be kept in a locked safe. I will send the audio file to be
transcribed and will provide you a copy for review once I receive it back to ensure I
have captured your responses accurately. If you consent, I will start the recording
now. Is it ok to record this interview?
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Interview Script (CEO)
Good Morning/Afternoon, Mr./Ms. _________, my name is Carolynn Stiffler. I
appreciate you taking the time to talk with me today. The purpose of this interview
is to understand your view of the impact the Chief Financial Officer has in your
firm. First and foremost, I would like to ensure you that all information you
provide today will remain confidential. Your name and the name of your firm will
be given an alias, and no identifying information will be included as part of this
study.

Before we get started with the questions, I would like to obtain your consent to
conduct this interview. Did you receive the informed consent form I sent you?
Have you read the form, and do you have any questions? Do you consent to
participating in this study?

I would like to record the audio of this conversation to ensure the accuracy of the
data. Once the interview is complete, I will save the audio file on an encrypted
drive, which will be kept in a locked safe. I will send the audio file to be
transcribed and will provide you a copy for review once I receive it back to ensure I
have captured your responses accurately. If you consent, I will start the recording
now. Is it ok to record this interview?
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